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o Work ond Wellbeing: exploring doto on inequo,ities

The Trust's focus on fulfilling work comes ot
o time when employment levels ore relotively
high - the proportion of workless households fell
from 20.5% in '1996 to 15.4% in 20151 ond the
employment rote in the UK reoched its highest
levelon record (73.5%) forthose oged 16-64
by the first quorter of 2015)2. Unemployment
nonetheless remoins o cruciol policy issue - the
impoct it hos on those offected is porticulorly

stork ogoinst o bockground of cuts to benefits
ond rising living costs, ond there remoins

significont inequolity in who does ond does not
hove occess to poid work. However, in o context
where fewer households ore completely out of
work, it is olso importont to ossess the noture ond
quolity of the work ovoiloble. Are people oble to
occess jobs thot ore 'fulfilling' in terms of poy

ond conditions, hours, job sotisfoction ond other,

more subjective, criterio?

To support development of work in this oreo,

the Trust commissioned Ipsos MORI Scotlond
to corry out on initiol onolysis of whcit existing
doto con tell us obout 'fulfilling work'. The Trust

is porticulorly interested in evidence obout
inequolities - demogrophic, sectorol ond regionol

- in occess to or experience of fulfilling work. This

report presents the findings from this scoping

work ond initiol onolysis.

This is not intended to be o comprehensive
occount of oll the ovoiloble doto on fulfilling

G regg, P ond Finch,D, Employing new toct¡cs: the changing
d¡stribution of wotk ocross Br¡tish househo/ds, London: Resolut¡on
Foundotron 201 6

Moclnnes, T, et ol, Monitoring Poverty and Social Exclusion,York.
IRF 20'15

work - it is for too brood o theme to explore
comprehensively in o single short report. Neither
do we explore every theme in the some level of
detoil - the report focuses on those topics ond
sub-groups identified in diologue with the Trust

os being of porticulor interest ot this point. We

hope, however, thot the findings will help promote
wider thought ond discussion oround some of
the potterns in terms of who does ond does not
hove occess to different elements thot might be

thought to help moke work 'fulfilling'.

The report is structured os follows:

. In section 2, we introduce the themes
the Trust hos identified os relevont to
understonding'fulfilling work', ond summorise
the moin doto sources we hove used to
explore this.

. Sections 3 to 5 present findings (drown

primorily from the Lobour Force Survey ond
Workploce Employee Relotions Survey) on

the three stronds of 'fulfilling work' the
Trust is primorily interested in - quolity work,

ovoilobility of work, ond work ond wellbeing.

. In section 6, we summorise findings from
onolysis of the 2011 Workploce Employee

Relotions Survey thot ottempts to explore
overorching potterns in the distribution of
'fulfilling work' by sector ond region.

Finolly, section 7 presents some brief
conclusions ond reflections on our findings.

I Introduction
The Cornegie UK Trust hos identified 'fulfilling work' os o key themotic priority in
its 2016-2020 strotegic plon.



Concepts and themes

The relotionship between employment ond

o wide ronge of economic, sociol ond heolth
outcomes is well known ond widely documented.
Those in employment tend to enjoy better
prospects not only economicolly but olso in
terms of their physicol, mentol ond psychosociol

wellbeing3. However, it is equolly cleor thot the
strength of ony link between work ond wellbeing
in port depends on the noture ond quolity of thot
work. It is this brooder notion thot is reflected
in 'fulfilling work' ond reloted terms, such os
'decent' or'meoningful work'.

'Fulfilling work' os o concept could cleorly
encomposs o wide ronge of different elements
of people's jobs ond how they experience
them. Employment reseorch commonly drows o
distinction between 'hygiene foctors' - objective
foctors reloting to the extrinsic conditions of
people's work like poy, terms ond conditions, job
security ond so on - ond 'motivotors', which relote
more to the intrinsic noture of the work itself,

such os recognition, responsibility, chollenging
work, ond sense of ochievement. Herzberg,
the psychologist who initiolly proposed this
distinctiona, showed thot while hygiene foctors
hove o strong influence on dissotisfoction with

3 Woddell,6 ond Burton, A.K./s work good for your health ond
wellbeing? London: TSO 2006

4 Herzberg et ol The Motivotion to Work New York: John Wiley 1959
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work, motivotion foctors hove o strong link with
sotisfoction. So in order to ovoid dissotisfoction
and promote octive sotisfoction - qnd both ore
orguobly required for work to be experienced qs

'fulfilling' in the broodest sense - employers must
oddress both hygiene ond motivotion foctors.

The Cornegie UK Trust hos identified three
key themes ond o number of sub-themes they
ore porticulorly interested in under the brood
topic of 'fulfilling work'. Those listed under
'quollty of work' relote primorily to 'hygiene

foctors' (olthough opportunity for progression

is sometimes viewed os o 'motivotor'). Those
listed under 'work ond wellbeing' relote primorily
to 'motivotors' (olthough the employee-line
monoger relotionship is often seen os o 'hygiene

foctor' in employee reseorch). Meonwhile,
'ovoilobility of work' comprises o ronge of cross-

cutting issues thot moy impoct on individuol's
occess to fulfilling work.

Ðata sources

Ipsos MORI Scotlond wos osked to ossess the
best ovoiloble quontitotive doto on eoch of the
brood themes obove, ond to corry out some initiol
onolysis focused porticulorly on demogrophic,
regionol ond sectorol inequolities reloting to
these. Our primory onolysis wos conducted using

the Quqrterly Lobour Force Survey (October-

o
2 Exploring'fulfilling work'

Cnrnegie Trust's themes of interest relating to 'fulfilling work'

Job-seeking behoviour Income/poy Personol ogency ot work ond
employee engogement

Benefits sonctions Terms qnd conditions of employment Work-life bolonce
(i.e. poid leove, predictoble hours,
heolth ond sofety)

Over or underemployment Job security Monogement su pport

Discriminotion

Job sotisfoction

Opportunities for progression ond
troininq/skills development

Sociol connections through work

Work thot hos 'meoninq'
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December 2015)ond the Workploce Employee
Relotions Survey 2011.

The Lobour Force Survey (LFS) involves interviews
with some 90,000 people in eoch quorter of the
yeor. It is the lorgest ond most widely used source

of doto on the employment circumstonces of
the UK populotion ond includes doto on mony
of the themes the Trust is interested in, including
poy, terms ond conditions, hours, job seeking

behovioul ond over ond underemployment.
However, most of the questions included in the
LFS focus on objective chorocteristics of people's
jobs, rother thon their subjective ossessments

of the noture of their work or their psychologicol
orientotions towords it.

These kinds of foctors - including perceived

work-life bolonce, employee engogement, ond
ogency ot work - ore covered in detoil in the
Workploce Employee Relotions Survey (WERS)

series. WERS collects doto from employers,
employee representotives ond employees in o
representotive somple of workploces. The most
recent wove (2011) collected doto from over

21,000 employees in Britoin. While it now runs

the risk of being doted (doto collection ended in
2012), its size ond scope meon it remoins the best
source for exploring voriotion in UK employee
views on these themes.

Throughout this report, we olso moke reference to:

. Understonding Society - the UK's lorgest
longitudinol study of households, involving
interviews with people in oround 40,000
households on o wide voriety of topics,
including employment.

. The Europeon Working Conditions Surveys
(EWCS)- o multi-country survey collecting
detoiled informotion on working conditions
ocroSs Europe, it includes oround 1,600 coses

in the UK in its most recent wove (2015).

However, in the end the scope of WERS ond LFS,

in terms of both topic coveroge ond somple size,

meont these were judged the most oppropriote
doto sources on which to focus our onolysis.

Analysis and conventions

Most of the onolysis included in this report is

bosed on simple cross-tobulotion (using SPSS) to
explore voriotions on the key themes of interest
to the Trust by:

Demogrophic foctors - porticulorly gender
oge, ethnicity, disobility ond income

Region

Industry sector

The doto ore weighted (but oll boses shown in
tobles ore unweighted).

While we did not corry out o formol literoture
review, the reseorch teom corried out o brief
scoping exercise to try to ensure thot we focused
on those oreos where there oppeored to be

less existing published onolysis, either in terms
of specific themes or specific inequolities. The
following sections incorporote key findings from
this scoping exercise olongside the results of our
own onolyses.

a



As discussed in the previous section, the themes
the Trust hos identified under 'quolity work'
primorily relote to objective, foctuol ottributes
of peoples' jobs - how much they eorn, whether
their employment controct is secure, whether
they hove regulor ond predictoble hours, how
much troining they ore offered, Õnd so on.

Income and pay

Inequolities in income ond poy ore perhops
the most widely onolysed ond documented
of the themes the Trust is interested in, with
the Resolution Foundotion's onnuol review of
Low Poy in Britoin ond the Joseph Rowntree

Foundotion's onnuol 'Monitoring Poverty ond
Sociol Exclusion' both key sources of evidence.

In terms of the brood context of trends in poy
in the UK, the Work Foundotions hos orgued
thot, over the long-term, the UK Iqboui mqrket
hos become increosingly polorised into high
qnd low woge employment, ond thot woge
inequolity hos olso increosed. More recently,

overoge poy levels olso fell following the finonciol
crisis. The Resolution Foundotion's Low Poy in

Britoin6 uses doto from the Office for Notionol
Stotistics' (ONS) Annuol Survey of Hours ond
Eornings to show thot, odjusting for inflotion,
poy fell five yeors in o row from 2010 lo 2014
before storting to rise ogoin. Averoge poy in 2015
remoined below the pre-finonciol crisis peok,

however. Corlett ond Gordiner orgue by the time
it cotches up, 'there will hove been o lost decode
of poy growth'.

In 2014, one in five employees in Britoin were
low-poid7 (bosed on the most commonly used

5 Lee, N etol,Wage inequality and polarisot¡on in Br¡t¡sh
i¡ties Work Foundotion, ovoiloble ot: online 2013|-tllp,ll
www.theworkfoundotion.com/Downlood Publ¡cotion/

. Report/334_Woge % 20inequäl ity %2Oond%2}employment % 20
polorisot¡on% 20in%2}Brilisá%2jcities% 20FINAL.pdf

6 Corlett, A ond Gordiner, L,Low poy Britain 2015,London:
Resolution Foundot¡on 201 5

7 16td
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definition of gross hourly eornings below two-
thirds of medion), while 2% were extremely low-
poid (eornings below one-holf of medion). Those
most likely to be low-poid (findings from Corlett
ond Gordiner,2015, unless otherwise stoted)
include:

. Women - 26% eorned below two-thirds
of medion gross hourly eornings in 2014,
compored with 17% of men. Anolysis by the
Fowcett Society (2014)8 indicoted thot two-
thirds of those on low poy were women ond
thot the gender poy gop widened in 2013 for
the first time in five yeors.

. Young people - However, the likelihood of o
poy rise declines with oge.e

. Disobled people - who ore more likely to be
low-poid thon non-disobled odults even when
controlling for educotion. For exomple,13% of
disobled people quolified to degree or higher
educotion level ore poid less thon two-thirds
of medion income, compored with 10% of
non-disobled people quolified to this level.

Among those with low/no quolificotions,44%
of disobled odults were low-poid, compored
with 35% of non-disobled odults with low/no
quolificotionsJo People with disobilities were
olso less likely to progress from low-poid to
better-poid jobs over the course of the decode
from 2001.11

Ethnic minority groups ore more likely to
work for less thon the living woge.12

o
3 Variations in access to 'quality work'
In this sect¡on, we summorise key findings oround 'quolity work'

I

9

10

11

12

The Changing Laþour market 2: Women, Low Pay and Gender
Equolity ¡n the Emerging Recoyery, Fowcett Society; online 2014)
http://www.fowcettsoclety.org.uk/wp-content/uplo odsl 201 4 I 08 I
The-Chon gin g-Lobour-Morket-2.pdf

Gordiner, L, Who's been getting a poy rise? London: Resolution
Foundotion 201 5

Moclnnes, ï et ol, Mon¡tor¡ng Poverty ond Soc¡ol Exclusion, York:
IRF 201 5

D'Arcy, C, ond Hurrell, A, Fscope plon: understanding who
progresses from low pay ond who gets stuck, London: Resolution
Foundotron,2014
Brynin. M ond Longhi, S,The effect of occupation on poverty
omong ethnic m¡nority groups,York: JRF 2015
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. Pqrt'time ond temporory workers- 42%
of port-time workers ore low-poid compored
with 13 % of those working full-time. Port-

time workers moke up 56% of the low-
poid populotion, while 35% of temporory
workers ore low-poid, compored with 20% of
permonent employees. Full-time employees
ore more likely to get o poy rise thqn port-time
employees.l3

. Self-employed people ore poid lower thon
employees on overogela. See discussion below
for potentiol reosons for this ond further issues

oround self-employment ond quolity of work.

. Those in lower-skilled occupotions - three
in five of those in elementory occupotions
(cleoners, security guords, cotering ossistonts,
leisure workers ond bor stoff, for exomple)
ond soles ond customer service occupotions
(retoil ossistonts, coshiers ond telephone
solespersons, for exomple) were low-poid in

2014, os were olmost two in five of those in

personol services (sociol core ond childcore, for
exomple).

. Those in the hospitolity, retqil ond core
sectors. More thon two-thirds (68%) of
employees in the hotels ond restouront sector
ore low-poid, compored with just 2% inlhe
public odministrotion ond defence sector.

. Those in the privote sector ore more likely to
be low-poid thon those in the public sector.

However, those in the public sector hove

recently been much less likely to get o poy risds

ond/or to experience wqge cuts or freezesl6

though other onolysis suggests thot- over o
longer period - working in the privote sector is

negotively linked to escoping from low poylT

1 3 Gordiner, l, W ho's bee n gett¡ ng a pay r iseT London: Resolut¡on
Foundation 20'15

1 4 D'Arcy, C ond 6ord¡ner, L, I ust the job - or a worki ng com promise?
The chonging nature of self-employment in t¡¡e UK, London:
Resolution Foundotion 2014; See olso Moclnnes et ol, Mon¡toring
Poverty and Sociol Exclusion,York: IRF 201 5

1 5 Gordiner, L,Who's been gett¡ng a poy r¡se7 London: Resolution
Foundotion 201 5

16 von Wonrooy etøl,The 2011 Workploce Employee Relations
Study: Firstfindings, London: BIS 2013

1 7 D'Arcy. C ond Hurrell, A, Escope plan: understonding who
progresses from low pay and who gets stuck, London: Resolution
Foundotion 2014

. Those in very smqll ond very lqrge firms -
35% of those employed in firms with fewer
thqn '10 employees were low poid, os were
29% of those in firms with 5,000+ employees,

compored with20% omong those with 250-

4,999 employees ond 23% of those in firms with
50-249 employees. Howeve¡ woiking for o lorger

employer is positively correloted with being more

likely to move out of low poy over timeis

. There is olso q cleor difference ¡n pqy levels

between the South Eost - especiolly London

- ond the rest of the UK. 12% of workers ¡n

London eorned less thon two-thirds of medion
hourly poy, compored with oround one in
four in mony other oreos, including the Eost
Midlonds (26%), West Midlonds, Woles,
Yorkshire qnd the Humber (oll on 25%). Of
course, these comporisons do not toke into
occount the higher cost of living in London

ond the distinction is less morked when
looking ot the proportions below the London

Living Woge/Notionol Living Woge for the rest

of the country. Those in London ore only three
percentoge points less likely to be low-poid
on this meosure compored with the nqtionol
overoge (19% vs 22%). f he Resolution

Foundotion hove olso looked ot voriotions
in the level of workers on low poy between
citiesle finding thot, in oddition to London,

Glosgow ond Bristol fore well, while Sheffield,
Birminghom ond Nottinghom fore less well.

. Those who hove recently moved out of
unemployment ore porticulorly likely to be

low-poid. In the three spring luorters up to
2014, 560,000 people who were unemployed
12 months eorlier were in work ond of these,

60% were in low-poid work.2o

Terrns and conditions and job security

Terms ond conditions ond job security ore

discussed together here, since doto relevont
to these two themes overlop to q consideroble
degree - for exomple, temporory working ond
zero hours controcts relote both to terms ond

18 lbid
19 Corlett, A, Paved with gold? Low pay ond the Notionol Living

Woge ¡n ù¡ta¡n's Cltres, London: Resolut¡on Foundotion 2016

20 Moclnnes et al, Monitoring Poverty and Sociol Exclusion, York: IRF
201 5



conditions ond to job security.

Nsture of contrset
The Resolution Foundotion2l use the LFS to orgue
thot broodly the level of insecurity qmong
the workforce hos not chonged much in the
lost two decodes, but thot there hos been on
increose since the recess¡on in specific types of
otypicol ond low-quolity employment, including
involuntory port-t¡me working, Iess secure
self-employment ond zero hours contrqcts.
Although these eoch offect only relotively smoll
numbers of employees, token together they imply
o sizeoble minority foce porticulorly ocute forms
of job insecurity.

In the first holf of 2015, olmost '1.7 million

workers were on some kind of temporory
controct. Ofthese,35% weretoken up becouse
o permonent position wos not ovoiloble. The
number of people toking temporory controcts
on on involuntory bosis is 45% higher thon pre-

recession22, olthough the overoll level of use of
temporory controcts hos not chonged23.

Work ond Wellbeing:exploring dotq on inequolities

compored with smoll employers.2s

Use olso vories by sector: 26% of
occommodation ond food services
businesses used some zero hours controcts,
compored with 5% of construction
componies2e. Similorly, onolysis of WERS

suggests thot use of zero hours controcts is
porticulorly high (ond hos increosed most)
in the hotels ond restouronts sector.3o

Predictable hours
The centrol potentiol problem with zero hours

controcts is thot they meon people lock
predictoble or relioble hours, ond therefore do
not hove o predictoble income. However, there
ore other forms of unpredictoble hours, including
working on 'onnuolised hours' controct (whereby
your controct is for so mony hours o yeor, rother
thon o set number of hours o week or month) ond
on-coll working. The relotionship between eoch of
these forms of unpredictoble hours ond 'fulfilling

work' is debotoble - on-collworking is o feoture
of some professions (like vets ond GPs) who moy
score highly on other foctors like poy ond sense

of ochievement. Meonwhile, onnuolised hours
con ollow people greoter flexibility, ollowing them
to toke lorge chunks of time off for childcore, for
exomple.3l However, this moy not be the cose for
oll those who experience these forms of working,
ond to the extent thot unpredictobility of
hours moy odd to stress, it is nonetheless worth
considering voriotions in these feotures of work.

Ipsos MORI Scotlond's onolysis of the Lobour
Force Survey (2015 Quorter 4) shows thot while
eoch of these kinds of unpredictobil¡ty only offect
o minority of employees (2.5% ore on zero hours

controcts, 45% workonnuolised hours ond
2.2% do some on-collworking), in totol, 9.1% of
employees experience ot leost one of these three
kinds of unpredictoble hours.

28 Ibid
29 rbid
30 von Wonrooy etol,The 2011 Workplace Employee Relotions

Study: First findings, London: BIS 201 3

31 ACAS note thot onnuolised hours con be odvontogeous to
employees where they benefit from longer ond mõre regulor
breoks ond higher bosic poy thot is received ¡n even sums os o
solory. However, they olso note thot employees on onnuol hours
controcts moy be required to work extro hours ot short not¡ce,
which moy disrupt plonned leisure time, ond con be expected to
work longer hours seosonolly, including through the summer -
see hiip:llww,,v.c ax.Õttj.ukiitldc/.o-rpr?¡ri ¡r-leid = 4 j8B

o

a

. 25% of those in employment ore on zero
hours controcts.2a

- Zero hours controcts ore most prevolent .

omong young qdults, oged 16-24 - 41%
of oll those on zero hours controcts ore
in this oge group. Of these, 53% ore
studying towords o quolificotion - this
group could be using the flexibility of o zero
hour controct to fit it oround educotion.2s
However, 37% of oll those on zero hours
controcts would like more hours.26

- People on zero hours controcts ore olso
more likely to be port-time ond femole.27

- Use of zero hours controcts is much
more common omong lorge businesses

21 6r egg, P ond Gordiner, L, A stead y job? T he U K's reco rd o n labou r
market securíty and stobility since the m//ennlum, London.
Resolution Foundotion 201 5

22 Moclnnes et ol, Monitori ng Poverty ond Sociol Exclusion, York: IRF
2015

23 von Wonrooy elol,The 2011 Workploce Employee Relotions
Study: Firstfindings, London: BIS 2013

24 Controcts which do not guorontee o min¡mum number of hours.
See, LFS Oct-Dec 201 5, ONS 201 6

25 Moclnneset ol, Monitoring Poverty ond Social Exclusion, York: IRF
2015

26 LFS Oct-Dec 2015, ONS 2016

27 rbid
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In terms of who is more or less likely to work
these types of unpredictoble hours (see Annex A
Toble A.1):

. Young people, oged 16-24 ore more likely to
hove unpredictoble hours (13.1%, compored
with 7.9-9.4% of those in other working oge
groups). This is primorily driven by their higher
likelihood of being on o zero hours controct (os

discussed obove) - they were in foct less likely

thon other oge groups to work onnuolised
hours or to do ony on-cqll wor:king.

. People from Block/Africon/Coribbeqn ethnic
bockgrounds ore more likely to work one or

more of these kinds of unpredictoble hours
(133% compored with 9.1% of those from
white bockgrounds).

. There is relotively little voriotion overoll by
gender or disobility (olthough os noted obove,
women ore more likely to be on zero hours

controcts, while men ore more likely to do
some on-collworking).

. Voriotions by region seem to be driven
primorily by differences in the proportion
working onnuolised hours - people in the
North West, West Midlonds were most likely

to work onnuolised hours, os were those in

Northern Irelond. Experience of zero hours

controcts, on the other hond, is porticulorly
low in Northern lrelond, ond is highest in the
South West.

. Our onolysis confirms thot those in the
distribution, hotels qnd restquronts
sector ore porticulorly likely to be on zero

hours controcts (4.6%), os ore those in

'other services' (4.3%32). Use of onnuolised
controcts oppeors to be most common for
those in the energy ond woter sector ond
in public odministration, educotion ond
heolth.

. While those in the privote sector ore more
likely to be on o zero hours controct, those

32 The 'Other services' sector (bosed on SIC 2007) includes
Arts, entertoinment ond recreot¡on; Activities of households
os employers; oct¡v¡ties of extroterritoriol orgon¡Sotions: ond
miscelloneous other service octivities.

in the public sector ore more likely to work
onnuolised hours or to do some on-coll
working.

Overtime
The most common form of 'unpredictoble hours'

is of course (unplonned) overtime. Ipsos MORI
Scotlond's onolysis of Lobour Force Survey

doto for the lost quorter of 2015 (see Annex A
Tobles 4.2 ond 4.3) shows thot 35% of those in

employment report thot they ever do overtime.
Overtime is more common omong:

Men (37.2% compored with 33.0% of
women). Those men who work overtime ore

olso more likely to work '10 or more hours of
overtime per week (35.7% of men compored
with 28.0% of women). This lotter finding is

likely to reflect differences in port-time working
by gender.

a

. The'middle-oged' (oround 38% of those
oged 25-54 soy they ever work overtime,
compored ùvith 25.6% of those oged 16-24
and 32.2% of those oged 55-64). This oge
group is qlso more likely to work more hours of
overtime.

. People from white ethnic bockgrounds
(36.4%,compored with between 16.8% ond
31.9% f or other ethnic groups) - perhops

reflecting differences in the profile of jobs by
ethnicity (for exomple, people from ethnic
minority bockgrounds ore less likely to be

employed in monufocturing, one of the
sectors where people ore porticulorly like to
report overtime). However, omong those who
do ony overtime, those from white ethnic
bockgrounds ore relotively less likely thon
those from some other ethnic bockgrounds to
work 10 or more hours of overtime per week.

So those from minority ethnic bockgrounds
who do work overtime moy be relotively more
likely to be working excessive hours.

. Those in the South Easl(379%)ond South
West (37.2%) of Englond were most likely to
woik overtime ond those in Northern lrelond
(26.8%) the leost likely. While London is in

the middle in terms of the proportion thot
do ony overtime, it tops the toble in terms of



the proportion thot typicolly work 10 or more
hours per week in excess of contrqcted hours
(37.7% of those in London.who do overtime
soy they usuolly work 10+ hours extro per
week). Anolysis of WERS 201133found similor
regionol potterns in terms of long hours - 14%

of employees in the South Eost usuolly worked
more thon 48 hours o week, compored with
9% for the rest of Greot Britoin.

. Those in the energy ond woter
(44.7 %), monufocturing (43.1 %), public
qdministrotion educotion qnd heolth (39%)
ond tronsport ond communicotion (38.4%)
sectors.

. Those in the public sector (41% compored
with 33.5% of those in the privote sector).
Among those who ever work obove their
controcted hours, those in the privote ond
public sector ore more or less equolly likely to
work 10 or more excess hours. However, it is
worth noting thot opt-out ogreements from
the EU working time directive (which ploces
on upper limit of 48 hours on the working
week, qveroged over o 17 week period) ore
more common in the pr¡vote sector (in 2011,
35% hod ot leost one employee who hod
signed one, compored with 15% in the public
sector).3a

Anolysing hours of poid ond unpoid overtime (os

meosured by the LFS - see Annex A, Toble A.3)
shows thot:

¡ Although women ore less likely to do overtime
overoll, omong those women who do work
overtime, this is more likely thon for men
to be unpo¡d - 6'1% of women compored
with 51% of men who did overtime sqid thot
ot leost some of this wos unpoid.

. Young people were much less likely to do
unpoid overtime - jusl29.7% of 16-24year-
olds who did some overtime compored with
between 53.1%'ond 62.2% of those in other
oge groups indicoted thot ot leost some of this

33 Forth, I An overview of employment relations in the Acas
regions, Acos', online 2014 i:tii::r'i'r¡,'ir:i,v.occ:.a)' g.ukiinrjt x.
ospxlor ticlerr! =2C 5 6

34 von Wonrooy eT. al,The 2011 Workplace Employee Relationis
Study: First findings, London: BIS 201 3
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wos unpoid

. People in London ore porticulorly likely to
work unpoid overtime - 68.8% of those who
sometimes work overtime indicoted thot ot
leost some of this wos unpoid, compored with
60.8% of those elsewhere in the South Eost

ond under 60% of those in other oreos ofthe
UK.

. Unpoid overtime is most common omong
those in the bonking qnd finonce sector
(71.8%) followed by those in public

. odministrotion, educqtion qnd heqlth
(67.3%).lt wos leost common omong those in

energy ond woter (405%) ond monufocturing
(40.6%) - both sectors where overtime in
generol wos quite common, but where more
indicote thot ot leost some of this wos poid.
Professionuls ond monqgers ore more likely
to think long hours ore required to progress
(bosed on WERS 2011), os ore those in

medium ond lorge privote sector enterprises,
compored with those in the public sector ond
in smoll privote sector enterprises.

. Unpoid overtime is olso more commonly
reported omong those in the public sector
(69.4%) thon the privote sector (50.6%). The
2011 Work-Life Bolonce Survey3s found o
similqr pottern - unpoid overtime wos more
common omong public sector workers.

35 Tipping, S etol,The Fourth Work-Life Balance Employee Survey,
BIS; onl¡ne 201 2 hiips:l;'wr":r';.qov.uklqcrrc'rnnrentllipi*cd:,
:;Vstemr'!.rriordilrttû.f,hnre:rt_iJút c i frl¡l 1 )1\'3 i 12 p1 \1 -f ct t it.
woti.. I;fe-boi¡rrIe enioic.;ee'srrIVey.pdf
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Trends in longer hours
Anolysis of the Lobour Force Survey by the TUC36

suggests thot the proportion of people working
excessive hours hos increosed in recent yeors.

They report o 15% increose in the proportion
of people working 48 hours or more eoch week

from 2010 to 2015, following o decode of decline
in longer working hours. While they found thot
oll oreos of the UK ore working longer hours, the
biggest increoses from 2010 to 20'15 were in
Yorkshire ond the Humber, followed by Woles,

London, the Eost Mldlonds, ond the North West.

In terms of sector, the biggest increoses in long

hours were in mining ond quorrying, ogriculture,
fishing ond forestry, occommodotion ond food
services, heolth ond sociol work ond educotion.

The medio regulorly speculotes obout the
relotionship between excessive working hours

ond other elements of modern work - in

porticulo¡ new technology ond homeworking.
Howeve¡ there oppeors to be something of o
deorth of robust quontitotive reseorch on these
oreos. Thot soid, there is some evidence thot
homeworking is indeed ossocioted with longer
hours. For exomple, o survey of its own workers

by ACAS3'/found thot those who worked from
home some or oll of the time were more likely

to exceed their normol working hours thcÍn

office-bosed stoff. Similorly, on experiment by b

trovel website firm where coll centre stoff who
wished to work from home were ollocoted to
homeworking ond control groups found thot the
homeworkers were more productive, of leost in
port becouse they simply worked more hours.38

While homeworking moy hove benefits, given the
risks to wellbeing ossocioted with longer hours,

these findings suggest there is olso o need to
monoge homeworkers corefully. Meonwhile, o
quolitotive studt'e of Blockberry users in the USA

found thot while technology wos perceived os

providing outonomy - the obility to work onytime
ond onywhere - ultimotely it could olso reduce

outonomy by creoting o feeling or pressure to

3 6 https://www.tuc.org.uk/internotionol-issues/europe/workploce-
issues/work-life-bolonce/1 5-cent-increose-peopl e-working-more

37 Beouregord, A,, et ol, Home ¡swhere the work is: o new study of
homeworking at ACAS and beyond, ACAS; online 201 3

38 https://hbr.orgl201 4 101 llo-ro¡se-productivity-let-more-
employees-work-from-home

39 Mozmonion, M et ol, 'The outonomy porodox:the imp¡icot¡ons of
mobile emoil devices for knowledge professionols',Organ¡zotion
Science 24, p.1 137 -p. 1 357, 2O1 3

work oll the time ond everywhere. Both these
oreos, however, would benefit from further
(quontitotive) reseorch to unpock the precise

relotionship between these ospects of modern
work ond working hours, including voriotions
ocross sector, geogrophy, noture ofjob, etc.

5elf-employment snd 'quality of work'
The shore of UK employment occounted for by

self-employment hos increosed ropidly since the
recession, occounting for 15% of oll employment
by 201340. There is debote qbout whether this o
good or o bod thing in terms,of 'fulfilling work'.

Some orgue thot people ore forced to become
self-employed due to o lock of jobs ond/or
employers seeking to minimise liobil¡t¡es, wh¡le

others orgue growth in self-employment reflects q

long-term shift in the UK Lobour morket towords
the freedom of working for yourself ond 'portfolio

coreers'. An Ipsos MORI survey for the Resolution

Foundotionai showed thqt for most (83%)

self-employed people the decision to work for
themselves wos described os o motter of personol
preference. However, further onolysis suggests

some coveots to this positive picture:

Regionol differences - in London ond the
Eost, employment ond self-employment
hove both grown; in Scotlond ond the North
growing self-employment hos come olongside
steep folls in em.ployee numbers, indicoting
thot in these oreos more self-employment
moy be linked to lock of suitoble employee
opportunities.42. Citizens Advice ond NPI
(2015)43 highlight thot while olmost one in five

employees in London ore now self-employed,
in the North Eost the figure is just one in ten.

. Eornings hqve follen omong the self-
employed - in 2013, they were 20% lower
thon in 2006-7, while employee eornings
felljust 6%aA.This is portly due to o growth
in port-time self-employment, which in turn

40 D'Arcy, C ond G ordiner, L, J ust the job - or a worki ng com promise?
The chonging nature of self-employment in the U(, London:
Resolution Foundot¡on 201 4

4',1 lbid
42 lbid
43 Who are the Self-Employed? London: Citìzens Advice ond NPI,

2015

a

44 D' Arcy, C ond G ordiner, L, I ust the job - or a wor ki ng
The chonging nature of self-employment in the UK,

Resolution Foundotion 201 4

comprom¡se?
London:



moy reflect o shift in the composition of self-
employed people (e.g.o r¡se ¡n the proportion
of femoles).

. Low-skilled jobs hove grown more omong
the self-employed - onolysis of the LFS

shows thot between 2002 qnd 2014 low-
skilled jobs grew more omong those who
were self-employed (rother thon omong
employees).4s At the some time, self-

employment hos grown in every occupotionol
group over the lost decode,a6 including both
monogers ond professionols ond those in

lower-skilled occupotions, such os elementory
occupotions ond coring, leisure ond other
services. The ossociotion between self-

empfoyment ond insecurity is likely to vory
ocross sector/ski ll- level.

. Growth in under-employment qmong
the self-employed - in 2005 the self-
employed were highly overemployed, desiring
fewer hours of work per yeor. In 2013, this
picture hod reversed, with high levels of
underemployment.

Opportunities for training,
development and progression

Hoving occess to oppropriote work-reloted
troining ond development opportunities moy
contribute to 'fulfilling work' both by ensuring
thot people ore obleto fulfil their potentiol
ot work ond in contributing to them feeling
supported ond volued.Ipsos MORI Scotlqnd's
onolysis of the Lobour Force Survey 2015

Quorter 4 shows thot occess to job-reloted
troining - bosed on the proportion who hove
token port in or been offered troining in the lost
3 months - is not evenly distributed (Annex A,

Toble 4.4):

Men ore less likely thon women to hove been
offered troining in the lost three months
(31.8% compored with 40.3% of women)

45 Corlett, A ond Gordiner, L low pay Britoin 201S,London:
Resolution Foundotion 201 5

46 Who are the Self-EmployedT London: Citizens Advice ond NPi
201 5
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. The likel¡hood of toking port in or being
offered troining declines with oge - from
40.6% omong 16-24year-olds to 30.7% of
those oged 55 64.

. It olso vories wlth ethnic bockground - those
from Pokistoni (20.8%) ond Bonglodeshi
(22.4%) bockgrounds were porticulorly less

likely to hove token port in or been offered
troining in the previous three months.

. Those in Northern Irelond (26.7%).the
West Midlonds (30.4%)ond the North West
(33.8%) were relotively less likely to hove hod
occess to troining in the lost three months.

. In terms of sector, those working in

ogriculture, forestry ond fishing ore the
leost likely to hove recently been offered or
token port in troining (16.8%),while those in
public odministrotion, educotion ond heolth
ore the most likely.

. Those in the privote sector were less

likely to hove been offered or token port in

troining (30.3% compored with 54.9% of
those in the public sector). Similor findings
from WERSaTshow public sector workploces
ore more likely to be high troiners (57%)

thon workploces belonging to smoll privote
enterprises (35%) or medium privote
enterprises (44%).

The Workploce Employee Relotions Survey 2011

osked over 20,000 employees how sotisfied
they were with the troining they receive of work.
Interestingly, von Wonrooy et ol (2013) found
thot lirw-poid workers tend to be more sotisfied
with the troining they receive,as while those
in the middle of the eornings distribution
were leost sotisfied with the opportunity to
develop skills in their role. WERS olso indicotes
thot employees in workploces belonging to smoll
(59%) or medium privote enterprises (54%)

were more sotisfied with their development
opportunities thon those from lorge privote
enterprises (51%) or the public sector (50%), even
though the former generolly offer less troining

47 Von Wonrooy elol;The 2011 Workploce Employee Relations
Study: First fndings, London: BIS 201 3

48 Ibid
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thon the lotteÉe. This suggests thot the frequency
or volume of troining offered is not necessorily

o good guide os to whether or not employees
feel they hove occess to quolity development
opportunities.

Other themes relevãnt to 'quality work'

Another common theme in reseorch on the
chonging noture of employment in the UK which
seems relevont to discussions obout quolity of
work is the (chonging) bolonce between high,

mid ond low-skilled jobs. Anolysis of the Lobour

Force Survey shows thot from 1993 to 2014 there
wos o growth in high-skilled jobs, lorgely ot
the expense mid-skilled jobs which declined
over the some period.so The shore of jobs thot
were low-skilled declined through the lote 1990s

ond eorly 2000s ond hos been broodly flot since
(though with some indicotion thot low-skilled jobs
hove increosed since the finonciol crisis).

Gordiner ond Corlett (2015)r use LFS doto to
orgue thot the 'hollowing out' of the UK lobour
morket (the shorp foll in mid-skill leveljobs) is

lorgely ottributoble to their greoter susceptibility
to 'routine-bosed technologicol chonge' - i.e. thot
mid-skill work (monuol trodes ond routine office

49 Ibid
50 Corlett, A ond Gordiner, L Low pay Britain 2075, London:

Resolution Foundotion 201 5

51 lbid

work) is most eosily reploced by technology. If
this trend continues, they highlight the foct thot
young people ond non-groduotes ore most
likely to be in routine jobs, ond moy therefore be
porticulorly vulneroble to future hollowing
out - roising questions obout their long-term
coreer prospects.

The kinds of jobs we do hove olso chonged in
recent decodeS ocross the skill spectrum. Process,

plont ond mochine operotives, construction
ond building, ond secretories ore the jobs thot
hove declined the most from2002lo2014.52
There hos been strong growth in coring ond
service occupotions ocross the woge/skill-
level distribution. At the high-skill end, more
people work os business, medio ond public service
professionols. In the mid-skill ronge, there ore

more people working os heolth ond sociol core

professionols (e.9. poromedics, housing officers)
ond in customer service (coll centres, morket
reseorch). And ot the low-skill end, there ore more
core workers, ch ildminders, teochin g ossistonts
ond others in coring or personol service roles.

52 Ibid



The two other sub-themes listed by the Trust
under 'ovoilobility of work' - benefits sonctions
ond discriminotion - ore not covered directly
by either of the dqto sources onolysed for this
report. Indeed, there oppeors to be something
of o deorth of robust survey doto obout
experiences of benefits sonctions in generol.
Where reseorch is ovoiloble on experience of
sonctions, it tends to be locol, smoll-scole ond
sometimes methodologicolly weok, or focused
on the experience of specific groups rother thon
oll cloimonts.s3 Experiences of discriminotion
in employment (in relotion to recruitment,
promotion, red undoncy/fi rin g, troinin g offered
ond generol working environment) ore meosured
in o number of employee ond generol public
surveys. For exomple, Understonding Society
hos osked respondents whether or not they
hove been turned down for o jôb following on
interview or ossessment in the lost 12 months
ond, if so, whether they think it wos for ony of
o list of discriminotory reosons. The Europeon
Working Conditions Survey 2015 osked

employees if they hod experienced vorious kinds
of discriminotion ot work in the lost 12 months.
There ore olso vorious surveys of employers'
understondings of or ottitudes to discriminotion -
for exomple, o recent EHRC report explored SMEs'

understonding of ond ottitudes towords their
duties under the Equolity Act.sa

Job-seeking behaviour

53 For exomple, o survey by Sheffield Hollom University on beholf
of Crisis exomined the prevolence of sonctions ond respoÀses
to being sonct¡oned omong users of homeless doy centres ond
hostels - iìtip5tl/w1.,'w.strL;.arc r¡k;'resec¡chlcresrl:rieslshu.oc.lk,'
il: ,1.r rei¡., ..\O,,"(:'. r. r¡, ll3¡¡ .9n.¡ rt r.4ttiV-reil( ìl
sorci¡ons-¿xec':u;rrn:ciy.pdl

54 http://www.equolityhumonrights.com/publicotion/reseorch-
report-98-fo¡rness-di gnity-ond-respect-sme.Workploces
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The extent to which those who ore in work ot the
moment would prefer o different or odditionol
job is cleorly relevont to ossessing whether people
hove occess to 'fulfilling work'. If people ore
looking for olternotive work, this suggests thot
their current job is not lfulfilling everything they
need from it - whether in terms of poy, hours,
quolity or other foctors.

The LFS osks both those who ore currently
unemployed ond those who ore currently in work
obout job seeking behoviour. Overoll, 6% of those
currently in employment were looking for o nei,v

or odditionoljob in the lost quorter of 2015. Of
thot group, the vost mojority (87%) were looking
for o new job rqther thon on odditionoljob.

Ipsos MORI Scotlqnd's onolysis (see Annex
A, Tqble 4.5) shows thot those most likely to
be looking for on olternotive or odditionoljob
include:

. Young people - 10.8% of those oged 16-24
ond currently in employment were looking for
o new or odditionoljob, compored with just
3.2% of those oged 55-64.

. Disobled people, who were slightly more likely
thon those without o disobility to be looking
for o new or odditionol job (8.7% compored
with 6.2%)

People from Bonglodeshi (11.9%) or
Bluck/Africon/Coribbeq n (11 .8%) ethnic
bockgrounds were more likely thon those in

other ethnic groups to be seeking odditionol/
olternotive work.

o
4 Variations in availability of

(appropriate) work
This section focuses on vqriotions in the ovoilobllity of work, looking porticulorly
ot dqto on job seeking behoviour ond underemployment (which relotes not just to
the ovoilobility of work per se, but to the ovoilobility of work thot is appropriote in
terms of motching people's needs oround working hours, for exomple).

a

. Those in London were most likely (8.1%)
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ond those in Northern Irelond leost likely
(45%) to be looking for olternotive/odditionol
employment.

. Those working in distribution, hotels or
restouronts were more likely thon those in

other sectorol groups to be looking for q new
or odditionol job (8.7%).

. Those in the privote sector (6.8%) were more
likely thon those in the public sector (5.3%) to
be looking for new or odditionol work.

Anolysis of the reosons people gove for looking
for o new job does not shed much light on the
noture of the issues they might hove with their
currentjob -poy (28%) ond unspecified'other'
reosons (27%) top the list (Annex A, Toble 4.6).
There were, however, some differences in the
reosons given for looking for o new job by gender
ond oge:

. Men were more likely thon women to be

looking for o new job becouse their poy wos

unsotisfoctory in their current job (3O.2% of
men looking for o new job mentioned poy os

o reoson, compored wilh 23.4% of women).

Women were more likely to soy thot unspecified
'other ospects' of their present job were

unsotisfoctory (30.5% compored with 26.0%

of men who were looking for o new job).

. Younger people were more likely to soy they
were looking for o new job either becouse

their present job wos filling in time before they
found onoth er iob (21.9% of 16-24 yeor-olds
who were looking for o new job, compored
with 5 '12% of other oge groups)or becouse

they wonted to work longer hours (16.5%

of 1 6-24 yeor-olds, compored wilh 8-12%

of other oge groups). Those in the youngest

oge group were olso most likely to soy they
were looking for o new job in order to chonge
occupotion (279% of 16 24 yeor-olds who
were looking for o new job, compored with 10-

22% of other oge groups).

The LFS olso osks those who stoted thot they
wonted longer hours but who were not looking
for o new job why they were not trying to
find olternotive employment. By for the most

common response is thot people would simply
prefer to work longer hours in their existing job
(78.3%). Relotively smoll proportions of the 9.5%

who wonted more hours in their existing job
soid they were not looking for work elsewhere

becouse they felt there wos no work ovoiloble
given their existing quolificotions or experience
(3.4% of those who wonted more hours ond
were not looking for odditionol work) or becouse

they believed there wos no work ovoiloble neorby
(A.s%).

The LFS osks both those who ore in employment
but looking for o new or odditionoljob ond those
who ore unemployed ond looking for work obout
their moin methods of job seorch. Overollthe
most common method is studying job odverts
in newspopers or journols (49.1%),followed by
onswering odverts in newspopers or journols
(12.2%) ond opplying directly to employers
(8.0%). There is relotively little voriotion in

moin methods of job seorch by gender or

oge, olthough older people (oged 55 64)were
relotively more likely to cite visiting o job centre os

their moin method (10.4% compored with 5% of
younger oge groups). The likelihood of focusing

on opplying directly to employers declines with
oge (from 12.2% of 16-24 yeor-olds to 3.6% of
those oged 55 64).

Across oll those looking for workss, 16.8% soid

they hod been looking for under o month (or hod
not yet storted looking), 55.8% hod been looking
for q month to under o yeor, ond 27.4% hod
been looking for o yeor or more. Men ond older
people were more likely to hove been looking
for work for o yeor or more. A totol of 31.5% of
men compored with 22.9% of women who were

looking for work hod been doing so for ot leost 12

months, while the propo¡tion looking for o yeor

or more rose from 179% of 16-24 yeor-olds to
42.9% of job seekers oged 55 64.

Across oll those who would like o new job (whlch

includes those who soy they would like o new
job but ore not octively looking for one), o little
over holf (55.8%) soy they would be oble to
stort work within two weeks if o job become
ovoiloble. Women were less likely thon men to

55 Including both those currently unemployed ond those employed
but looking for o new or odditionol job.



soy they would be ovoiloble to stort work (51.8%

cornpored with 60.0%). The reosons given for not
being ovoiloble for work olso differ by gender -
women ore more likely to cite looking ofter fomily
or home (26.9% compored wilh 4.6% of men),
while men ore more likely to soy they connot
leove their present job within two weeks (37j%
compored with 295% of women).

Underemployment

Over ond underemployment copture the extent to
which employees' time ond skills ore oppropriotely
utilised by the jobs they hove. They most
commonly refer to o temporol mismotch between
the hours people octuolly work ond the hours they
wont to work. Someone who is underemployed in

this sense is working fewer hours thon they would
ideolly like, while someone who is overemployed
works more hours thon they wont (commonly

meosured by wonting to work fewer hours for
less poy). However, they con olso refer to other
kinds of mismotch - such os o mismotch between
someone's skill level ond the skill level required
for o job. Someone quolified os o medicol doctor
working os o toxi driver might be clossed os

underemployed on this bosis, for exomple.

Overemployment hos strong links with issues

oround work-life bolonce, covered in the next
section of this report. This section therefore
focuses on doto on underemployment. Anolysis
by lpsos MORI Scotlond used o combinotion
of questions from the LFS to derive o meosure of
temporol underemployment. In summory, people
were clossed os 'underemployed' if:

. they ore looking for on odditionoljob ond one i

of the reosons given for this is thot they wont 
:

to work more hours; i

. they ore currently port-time ond their
stoted reoson for this is o lock of full-time
opportunities; or

. they ore not looking for o new or odditionol
job, but soy they would like to work more hours
in their current job, ot their current rote of poy,
given the opportunity.
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Restricting onolysis to those who ore currently
employed or self-employed (in their moin job), in
the lost quorter of 2015, 12.7% (olmost 4 million)
were underemployed using this meosure. The
mojority of this group wos composed of those
who wonted odditionol hours in their current job
or who were working port time becouse of o lock
of full-time jobs.

i Anolysis of differences in underemployment
i (Annex A, Toble 4.7) shows thot:

. Women ore more likely to be underemployed
thon men (145% compored with 'l'1.'l %).

. The younger you ore, the more likely you ore
to be underemployed, with underemployment
porticulorly high omong those oged 16-24
(225%).

. Those who ore in work ond disobled ore
more likely to be underemployed (15.0%

compored with 12.7%). Reloted findingss6

show thot disobled people ore much less likely
to be in employment ot oll thon non-disqbled
odults, but o lorge proportion would like to
work. A totol of 23% of disobled men ond
19% of disobled women ore unemployed or
economicolly inoctive but would like to work,
compored wilhT% ond9% of non-disobled
rnen ond women.

. Underemployment vories with ethnicity ond
oppeors to be porticulorly high omong those
from Block, Africon or Coribbeon (20.9%) or
Bonglodeshi bockg round s (25.1 %).

. Underemployment is highest in Woles
(15.3%) ond lowest in Northern lrelond
(e.s%).

. Those employed in the distribution, hotel or
restqurqnt sector ore porticulorly likely to be

' underemployed (20.1%).

. Underemployment is higher in the privote
(13.2%) thon the public sector (10.9%).

56 Moclnnes. elol,Monitoring Poverty and Social Exclusion,York:
JRF 201 5
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Anolysis of LFS dotqsT found thot lower-skilled
(ond lower-poid) workers ore more likely to wont
to'work more hours of the some rote of poy. They
olso show thot there hos been o bigger increose

in underemployment since 2008 omongst those
in low-skilled occupotions. For exomple,2l%
of those in elementory occupotions wonted to
work more hours in 2014 (up from 14% in 2008)
compored to just 3% of monogers, directors ond

57 Ib¡d

senior officiols (borely chonged from 2008).s

Anolysis by ONS (2016) highlights the relotionship
between underemployment qnd zero hours
controcts -37% ofthose on zero hours

contrqcts wont more hours, in comporison with
10% of other people in employment.se

58 See olso similqr conclusions bosed on onolysis of Understonding
Soc,ety doto in Worren, T, 'Work-time underemployment ond
finonciol hordship: closs inequol¡ties ond recession in the UK', in
Em pl oy me nt a nd Society, 201 5

59 ONS (2016) Contracts thot do not guorantee o minimum number
of hours
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5 Variations in work and wellbeing
As discussed in section 2, the themes the Trust hos identified under work ond
wellbeing move owoy from the more eosily meosured ond extrinsic ospects of
people's jobs (poy, terms ond conditions, etc.) to how people feel obout their work.

0

Mony of the themes identified - personol ogency
ond employee engogement, work-life bolonce,
monogement support, work thot hos 'meoning'

- ore reloted to Herzberg's 'motivotors'. These ore

the elements of work most employee reseorch

suggests ore most highly coneloted with employee
sotisfoction, ond ore thus orguobly required for work
to be 'fulfilling' in the broodest possible sense.

This section focuses porticulorly on findings
orou nd employee en gogement, work-life bolonce
ond work thot hos lmeoning', using doto drown
primorily from the 2011 Workploce Employee
Relotions Survey (WERS). We olso briefly explore
issues oround ossessing the relotionship between
work ond sociol connectedness.

ãmployee engagement

'Employee engogement', ot its simplest, is

obout how employees think ond feel obout their
workploce ond their employer - their motivotion,
sotisfoction, loyolty, understonding of, ond
commitment to, orgonisotionol gools. Howeve¡
while of one level, 'employee engogement' is o
simple concept, in proctice there ore numerous
definitions of exoctly whot it meons: numerous
opprooches to meosuring it; ond disogreement
between ocodemics, reseorchers ond employers
obout exoctly how to improve it.6o

Existing reseorch using the 2011 WERS shows
thot olthough there hqs been o rise since
2OOA in the proportion of employees feeling
committed ond engaged with their workploce

- ogreeing thot they shore their orgonisotions'
volues, feel loyol to the orgonisotion ond feel

60 See for exomple McCleod ond Clorke, Engaging for Success:
enhancing employee performonce through employee
engagemen|London; BIS 2009 ond Robinson, D ond Gifford,
J,The future of engagement: thought piece collect¡on, London:
lnstitute for Employment Studies 2014

proud to tell people who they work for - there
remoin significont demogrophic ond sectorol
voriotions in levels of engogement.sl For exomple:

. Women score higher on enoblers of
engogement thon men, while older employees
score Iower thon younger workers do.

. There is o stork disobility gop - disobled
employees score for lower on enoblers of
engogement.62

. Employees in smoll enterprises ore more
likely to feel loyol to their employers (ond to
score. more highly on other foctors thought to
be enoblers of employee engogement).63

Public sector employees score lower on
enqblers of engogement (strotegic norrotive,
engoging monogers, employee voice ond
integrity - the four foctors identified by
Mocleod ond Clorke in their influentiol report
on employee engogement)64 thon those in the
privote or third sector.6s

Ipsos MORI Scotlond's onolysis of WERS 2011
(see Annex A, Toble 4.8) explored regionol ond
sectorol voriotions in employee engogement. We
found thot:

. Although there ore some regionol voriotions
in employee engogement, these ore not
porticulorly pronounced. The overoge
proportion ogreeing with eoch of the three

61 von Wonrooy etol,The 2011 Workplace Employee Relations
Study: First findings, London: BIS 201 3

62 Dromey,), Mocleod and Clarke's concept of employee
engagement: an onolysis based on the Workplace.Employee
Relations Study, London: Acos 201 4

63 Ibid
64 MocCleod, D ond Clorke, N Engag¡ng for Success: enhancing

employee performance through employee engagement, London:
BIS 2OO9

65 lbid
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meosures of engogement (shored volues,

loyolty, pride) ronges from 66.3% in the Eost

of Englond to 72.8% in the North Eost.

. However, there ore some more pronounced

differences by industry sector. Employees

in tronsportotion und storoge (56.8%)

ond in public odministrotion ond defence
(57.1%) ore less likely to ogree with these three
stotements on overoge (the lotter reflecting
the finding reported obove thot employees in

the public sector score lower on meosures of
engogement in WERS thon those in the privote

sector). Engogement oppeors highest for those
working in educotion (79.3%), reolestote
(765%) ond other service octivities (76.1%).

. Those in routine occupotions ore the leost
engoged ocross oll three meosures, while
those in lower monogeriolond professionol

occupotions ore the most engoged (those

in higher monogeriol ond professionol
' occupotions foll between the two).

Work-life balance

Work-life bolonce con be interpreted either os

o 'foctuol' relotionship (the octuol bolonce of
hours worked to non-work time) or qs more of on

ottitudinol/psychologicol issue (how people feel
obout the bolonce between their work ond non-

work life). There is o cleor qssociqtion between
wellbeing ond working hours-WERS 2011

found thot most employees (707") who were

working more thon 48 hours o week reported
their job mode them feel tense 'oll', 'some' or
'most' of the time, compored with 42% of those
who worked fewer thon 30 hours.66 However,

onolysis of Understonding Society doto by

Bryon ond Nondi(2015)6? colls into question

o stroightforword relotionship between hours

worked ond wellbeing. They find thot olthough
working long hours is ossocioted with lower
wellbeing ond working port-time with higher
wellbeing, work identity portly mitigotes

66 von Wonrooy ef al,The 2011 Workplace Employee Re/otions
Study: First findings, London: BIS 201 3

67 Bryon, ML ond Nondi, A 'Working hours, work ¡dentlty ond
subjective well-being' , Understond¡ng Society conference poper,
online 2015, ovoiloble ot: !ritp:,.;:';:r.:v., i;nii:r:ir:nd;nqa,ùarcly.
ar.-.fikl:{-ie:r¡rfi .jaoi''f €. c,\(i: - i.i) i t ì Ða;:.)i:i.,/ !i'.

the odverse effects of long hours onjob
sotisfoction ond onxiety (for women) qnd on
life sotisfoction (for men). This suggests thot
people tend to sort themselves into. jobs with
hours thot motch their work identities - thot is,

working long hours moy not hove qs negotive
on impoct if it is in o job thot people identify
with. Thus the octuol bolonce of hours worked
to non-work time moy not olwoys be o perfect
guide to how people subjectively ossess their
work-life bolonce (olthough the two ore still likely

to be reloted), or to the impoct of poor work-life
bolonce on fulfilment ot work or wider wellbeing.

WERS shows thot oround o quorter of employees
(27%) ogree thot 'I often find it difficult to fulfil
my commitments outside of work becouse of the
time I spend on my job.'68

. Full-time employees ore more likely to find
thot work interferes w¡th life outside work (31%)

compored with port-time employees (14%).

. Corers ore more likely to feel thot work
interferes with life outside work (30% vs 25%).

. Interestingly, homeworkers ore olso more
likely to feel work interferes with life outside
work(34% compored with 26% of other
employees). This reflects findings on octuol
hours worked from the 2011 work-life bolonce
survey,6e which found thot working longer
hours wos porticulorly notoble omong full-time
employees who regulorly worked from home
(with 18% working more thon 48 hours).

Further onolysis of WERS by lpsos MORI
Scotlond (see Annex A, Toble 4.9) shows thot;

. Men ore more likely thon women to ogree
thot they find it difficult to fulfil out of work

commitments becouse of the omount of time
they spend working (299% compored with
24.6%).

. People in their 30s report the most
difficulties with work-life bolonce, perhops

68 Von von Wonrooy et ol, The 2011 Workplace Employee Relotions
Study: First findings, London: BIS 201 3

69 Tipping, S et al,The Fourth Work-Life Balance Employee Survey,

BIS; online 201 2



becouse this is the group most likely to hove
young children. A totol of 31.6% of 30-39
yeor-olds ogree with this stotement, compored
with 26.1% of 16-29 yeor-olds ond 25.8% or
under of those oged 50 or older.

. Those with o limiting heolth problem or
disobility (34.8%) ore more likely thon those
without such issues (26.5%) to ogree thot they
find work-life bolonce diff cult on this meosure.

. People in London ore porticulorly likely to soy
work mokes fulfilling non-work commitments
difficult - 34.5% ogree thot this is the cose,

compored with 2'l .8%-28.6% of those in other
oreos.

. Those working In tronsportotion ond
storoge (34.3%), professionol, scientifrc or
technicol (32.7 %),educqtion (31.4%) ond
uccommodotion ond food services (30.8%)
were most likely to ogree thot fulfilling their
out of work commitments wos often difficult
os o result of hours spent working.

. Reported difficulties boloncing work qnd
non-work commitments increose with
income - 38.3% of those eorning 8521 or
more o week ogreed thot they often found
this difficult, compored with 14.9% of those
eorning 8220 o week or less.

In terms of who is seen os responsible for
ensuring employees mointoin o reosonoble
work-life bolonce, it is worth noting thot WERS

found o sizeoble increose in the proportion of
mqnogers who think: 'It is up to individuol
employees to bolonce work ond fomily
responsibilities.'This is up from 66% in 20)tt
(covering 55% of employees) lo77% in2011
(covering 70% of oll employees).

Wnrk that has 'meaning'

Work thot hos 'meoning' con be interpreted
ond meosured in multiple wqys. However, for
the purposes of this report we ossume thot it is

intended to copture o sense of ottochment to work
thot goes beyond simple job sotisfoction ond thot
encomposses o sense of the purpose, utility or

Work ond Wellbeing: exploring doto on inequolities

worth of work. WERS 2011 osked employees how
sotisfied or dissotisfied they were with the sense

of ochievement they get from their work. Overoll,

most people (74%) ore very sotisfied or sotisfied
with the sense of ochievement they get from their
work. However, Ipsos MORI Scotlond's onolysis
(see Annex A, Toble A.'10) shows thot there ore
some signifi cont voriotions:

. Men (19.8%) ore o little less likely thon women
(235%) to be 'very sotisfied' with the sense

of ochievement they get from their work ond
o little more likely to be dissotisfied (9.8%

compored with7.7%).

. Younger workers ore o little more likely to be
' dissotisfied = 11.7% of 16-29 yeor-olds were

dissotisfied with their sense of ochievement
from work, compored with up lo 9.1% of other
oge groups. In controst, older workers were
more likely to be 'very sqtisfied' with their
sense of ochievement from work - 27.4% of
those oged 60-64 ond 3t¡.2% of workers oged
65+ were very sotisfied, compored wilh 23%
or under of other oge groups.

. Those with o limiting heolth problem
or disability ore o little more likely to be
dissotisfied (12.0%) compored with those
without long-stonding heolth issues (8.4%).

. Differences by region ore not porticulorly
pronounced, olthough the highest levels

of dissotisfoction reloting to the sense of
ochievement in work ore reported by those
in London ond Yorkshire qnd the Humber
(10% in eoch) ond the North West (9.7%).?0

. In terms of industry sector, those working
in public qdministrotion qnd defence,
tronsportotion ond storoge ond
monufoeturing ore relotively more likely to be
dissotisfied ond relotively less likely to be 'very

sotisfied' with the sense of ochievement they
get from their work.

. There oppeors to be little relotionship
between eornings ond sense of ochievement
in work - 23.8% of those in eorning Ê220 or less

70 Note however, thot overoll differences by reg¡on ore not
stotist¡colly signifi cont.
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per week ore 'very sotisfied' with their sense of
ochievement, os c¡re 22.7% of those eorning

1521 or more o week.

Social connectiCIns and work

Sociol connections qre importont for physicol

ond mentqlwellbeing ond work is o key source of
sociql connection - we spend o lorge proportion

of our week with our colleogues. However, remote
working ond chonges in working potterns olso

hove the potentiol to undermine this ospect
of work, with detrimentol consequences for
sociol connectedness ond wider wellbeing. The
relotionship between work sociol connectedness

oppeors to be o relotively under-reseorched issue

in terms of sociol survey doto in the UK: the focus

tends to be more on how work impinges on sociol

connectedness (time with friends ond fomily) thon
how it might support it.

A number of surveys - including the Scottish

Household Survey in Scotlond, the Citizenship

survey in Englond ond Woles (2001-2011), ond
(intermittently) the British Sociol Attitudes
series - osk questions obout people's sociol

connections which could, in principle, be used to
ossess whot, if ony, relotionship exists between
work ond sociol connectedness. However, oll of
these surveys focus primorily on connections with
people's locol neighbourhoods. This limits their
usefulness in os5essing how work does or does

not support sociol connection - mony people

do not work in the immediote neighbourhood
they live in, so the sociol connections they form
through work moy be seporote from those
they form with their neighbours. Given this,
unsurprisingly lpsos MORI Scotlond's onolysis
of .the Scottish Household Survey 2015 (not yet
publicly ovoiloble) indicotes thot being in work or

not mokes no difference to individuols' sense of
connection to their immediote neighbourhood.

There is o little evidence of surveys thot look

more explicitly ot the sociol function of work.

Sociol copitol is olmost olwoys ossessed in terms
of engogement with the locol community ond/
or porticipotion in voluntory orgonisotions ond

civic porticipotion. Some of the wider findings on
potterns in sociol copitol moy indicote potentiol

relotionships with work. For exomple, onolysis of
generol life sotisfoction often shows thot those
in their middle yeors ore less sotisfied thon other
oge groups, including with their sociol ond fomily
life.71 This trough in sotisfoction could be linked

to work-life bolonce issues, with o combinotion of
work ond fomily commitments peoking for those"

in their mid-3Os to mid-SOs. However, it is difficult
to ossess the precise link with work-life bolonce,

working potterns etc., since in generol surveys

seems to include either doto on sociol connections

ond sociol copitol, or detoils of working potterns

ond ottitudes to work, but not both.

Some smoller scole studies hove explored the
impoct of porticulor modes of work on sociol

connection. For exomple, Hislop et ol (20'15I2

cite vorious studies thot hove exomined the
work experience of homeworkers in porticulor,

ond which generolly indicote the potentiol for
homeworktng to be ossocioted with o greoter

sense of professionol isolotion/lower sense of
workploce inclusion or belonging. However, Hislop

et ol's own reseorch with homeworkers (which wos

smoll scole ond quolitotive) highlights the potentiol

for ICT to mediote this. People's sense of sociol

isolotion wos reduced by the foct thqt ICT ollowed

them spotio-temporolfreedom to leove home
without compromising work ovoilobility (olthough

os noted under work-life bolonce, the use of ICT

moy olso enhonce o sense of 'perpetuol contoct',
meoning work is difficult to escope).

Overoll, the relotionship between work ond
sociol connection ond how this vories ocross

industry, geogrophy, type of work, etc. oppeors

to be on under-reseorched oreo. The 'Whot

works' wellbeing centre is currently working on

on evidence synthesis on this issue, which moy

uncover further doto, but ot this point, it oppeors

likely thot future primory reseorch moy be required

to develop o cleorer understonding of the potentiol

relotionships between work ond sociol connection.

71 E.g. Office for Notionol Stotistics Life ¡n the UK 2016 http://www.
ons.gov.uk/peoplepopulotionondcommunity/wellbe¡ng/orticles/
meosuringnotionolwellbeing/201 6

72 Hislop; D, et ol (2015) 'Vor¡obilny in the use of mobile ICTs by
homeworkers ond its consequences for boundory monogement ond
socíol isolotion', in Informotion ond Orgonisation 25,222-232



Creoting on over-orching meosure of 'fulfilling work'
is chollenging for o number of reosons. Different
dotosets contoin meosures reloting to different
ospects of 'fulfilling work' - we did not identify
ony doto sources thot included meosures reloted
to oll of the themes the Trust hos identified os

relevont. Moreover, even when surveys do include
questions reloting to multiple elements of fulfilling
work, these ore often osked in quite different woys
so thot combining them is not stroightforword. It is

not obvious how much weight should be ottoched
to different ospects of fulfilling work - is objective
rote of poy more or less importont thon whether
work hos meoning, for exomple, in determining
whether or not it is 'fulfilling'? Some ospects of
whether or not work is 'fulfilling' moy be binory

- for exomple, you qre either on o permonent
controct or you ore not. Others ore more ordinol -
for exomple, presümobly the more you feel some
sense of ochievement in your work, the better. There

ore complex overlops ond interoctions between
elements of fulfilling work - os Herzberg's theory
indicotes, increosing motivoting foctors, like o sense

of ochievement in one's work, will not necessorily

leod to sotisfoction ot work if hygiene foctors, like

poy, ore not oddressed.

However, toking oll of these quolificotions into
occount, Ipsos MORI Scotlond used doto from
WERS 2011 to creote o very simple odditive scole.

The scole tokes the degree to which people oppeor
to give onswers thot moy indicote higher or lower
levels of 'fulfilling work' ocross vorious questions

relevont to the lust's themes of interest, ond then
odds these together.T3 Toble 4.11 in Annex A then
presents the proportion giving onswers thot hove

been clossed os low scores ocross eoch of the
questions included, ordered by overoll meon score

within industry sector ond region.

73 I/ore detoil of how the oddjtive score wos creoted is provided ¡n
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The meon scores themselves should not be over
interpreted (for oll the reosons outlined obove).
However, they provide o simple woy of trying
to identify ond orgonise those industry sectors
ond regions thot score lowest ond highest on
overoge ocross the vorious meosures. Doing so

shows thot those sectors thot score lowest on
the overoll meon score do not necessorily score

lowest on oll of the individuol components. In
porticulor, three of those sectors thot score lowest
in terms of the meon score - tronsportotion ond
storoge; monufocturing ond public odministrotlon
ond defence - do not include porticulorly high
proportions of people in the lowest poy brocket,

or who ore not on permonent controcts. H'owever,

public odministrotion ond defence includes higher
proportiOns of people who ore dissotisfied with
their poy ond who disogree thot their job is secure.

Those in tronsport ond storoge ore porticulorly
likely to soy they hove no flexible working

orrongements ovoiloble to them, thot they hove
not been offered ony recent troining, ond thot their
work-life bolonce is poor. The bolonce between
different foctors thot moy contribute to moking
work 'fulfilling' moy therefore vory considerobly
ocross different sectors.

Regionol differences in both meon overoll score ond
the proportion with o low score on eoch individuol

meosure ore less pronounced thon differences
by industry sector, ond it is difficult to estoblish o
consistent pottern or explonotion for these.

Foctor onolysis undertoken to inform the
construction of the combined meosure referred

to obove olso reveqls some interesting findings
oround which elements of 'fulfilling work' cluster
together (Annex B, Toble 1).74 Aside from finding

74 Foctor onolys¡s is used to ossess whether or not o lorge number of
items or voriobles con be reduced into o smoller number of 'core'

foctors on the bosis thot respondents who gove o porticuìor onswer
to one quest¡on in the set olso tended to give the some onswer os
eoch other to one or more of the other questions in the set.

o
6 Overarching patterns in 'fulfilling

work'
So for, we hove presented doto on vorious themes broodly reloted to the ideo of
'fulfilling work', but with no porticulor ottempt to bring these together.

Annex B
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thot different meosures of engogement tend
to cluster together, os do different meosures of
ogency ot work (neither of which is porticulorly
surprising), this onolysis olso shows thot:

. A sense of ochievement, ogency ond
opportunities for skills development ot
work tend to cluster together, os do vorious
meosures of employee engogement with
perceptions of monogement-em ployee
relotions.

. Actuol poy before tox wos inversely correloted
with whether or not people were working
excessive hours ond their ossessment of their
work-life bolqnce (i"e. those wlth high poy were

more likely to report excessive hours ond work-

life bolonce issues).

. Actuol poy levels ond sotisfoction with poy ore

not porticulorly highly correloted ot oll- how
well you ore poid oppeors to be o surprisingly
poor predictor of how sotisfied you ore with
your poy pocket.

Comporison of meon scores on the combined
'fulfilling work' meosure between 2004 ond 2011

shows thot, overoll, there oppeors to be o slight

upword trend - the meon score wos 30.6'l in
2011 compored with 30.34 in 2004 (Toble A.i2).
However, some industry sectors bucked this generol

trend - the meon scores for those in hotels ond

restou ronts, tronsportotion ond communicotion,
public odministrotion, heolth, ond other community
services oll fell slightly over the some period. The

slight upword movement in meon scores over time
olso oppeors to hove been driven olmost entirely

by the privote sector - there wos very little chonge
in the meon fulfilment score of those working in

the public sector between 2004 ond 2011. Finolly,

those on the highest incomes not only hove on

overoll higher score on this combined meosure, but
olso oppeor to hove enjoyed more progress towords
'fulfilling work' since 2004 thon those on lower

incomes. The meon scores of those on the highest
incomes increosed from 31.47 to 3196, compored

with olmost no chonge in meon scores omong the
lowest income group (29.89 in 2004 ond29.87 in

2011).
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7 Surnmary and conclusions
Within the wide-ronging findings presented in this report, porticulor groups whose
occess to 'fulfilling work' ocross multiple different meosures oppeors limited stond
out - young people, those with disobilities, ond people working in specific sectors,

including hotels ond restouronts ond public odministrotion.

e

Young people ore more likely to be low-poid,
ôn zero hours controcts, underemployed in

terms of hours, ond dissotisfied with their sense
of'ochievement from work. Given this, it is

unsurprising thqt more young people thon in
ony other oge group ore looking for olternotive
employment. While lower poy eorly in o person's

coreer might be viewed os port of the normol
trojectory of working life, the foct thot so mony
young people ore unoble to find jobs thot provide
them with sufficient hours is cquse for concern.

We olreody know thot disobled people ore

disodvontoged in terms of their porticipotion in

the workforce, but this report highlights thot those
disobled people who ore in employment olso foce
significont inequolity. They ore more likely to be
low-poid, to be underemployed, to report difficulties
boloncing work ond non-work commitments, to
be dissotisfied with their sense of ochievement
in their work, ond to score lower on meosures of
engogement with the orgonisotion they work for.

Finolly, while the penultimote section of this report
highlights thot sectors thot score low on one
meosure of 'fulfilling work' do not necessorily score

low on others, those working in hotels, restouronts
ond reloted services oppeor disodvontoged ocross

mony of the meosures considered here, including
income, unpredictoble hours, underemployment,
ond work-life bolonce. While fewer people in public
odministrotion oppeor to be low-poid relotive to
other sectors, people working in this oreo were
more likely to be doing unpaid overtime, to score
poorly on meosures of employee engogement,
ond to be dissqtisfied with their sense of
ochievement in their work.

These lotter findings reflect the'complex pottern i

of differences between the privote ond public 
i

sector in this report. Those in the public sector ore ¡

less likely to be low-poid, on zero hours controcts,
or to be underemployed, ond ore more likely to
hove occess to troining. However, they ore qlso

(overoll) more likely to do (unpoid) overtims
ond to score lower on enoblers of engogement.
Assessing whether those in the public or privote
sector hove greoter occess to 'fulfilling work' is

thus not stroightforword ond will be driven by
which elements of 'fulfilling work'ore deemed
more or less importont.

This report hos highlighted the potentiol
chollenges involved in ottempting to pin down
whot constitutes 'fulfilling work'. While mony of
the elements identified by the Cornegie UK Trust
tend to cluster togethe¡ this is cleorly not olwoys
the cose. People moy be objectively relotively well
poid ond on 'good' controcts, but ot the some
time feel dissotisfied with their opportunities for
development, influence over their job, ond their
work-life bolonce, for exomple. Any policies thot
seek to influence 'fulfilling work' os o whole will
need to toke these complexities into occount ond
consider the potentiol thot oction in one oreo
moy hove either limited impoct on other oreos
of 'fulfilling work', or even potentiolly detrimentol
impocts. In determining the oreos of 'fulfilling

work' on which it focuses, the Trust moy olso
wish to explore the oreos of 'fulfilling work'
prioritised by porticulor groups of employees
themselves - for exomple, Oxfom's recent report
on 'Decent work' wos bosed on consultotion
with low-poid workers obout their priorities in this
respectTs. They moy olso wish to consider whot
'evidence gops' still exist, where reseorch could
usefully inform policy development on this issue

- including, for exomple, oround the relotionship
between work ond sociol connection, ond the
relotionship between ICT ond working hours.

75 Stuort, F et ol, Decent Work: For Scotland's Low-paid Workers: A
Job to Be Done Glosgow: Oxfom Scotlond, 201 6
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Annæx A, * Tables
Note:ony percentoges bosed on o sub-somple of <100 people ore not shown (morked with o'-'
in the relevont cell).

Tnhle 4.1:Denroqraphic, regionalsnd seetorqlvcriations in % working unpredietcble hours (LFS, QÁ 2015)

Gender

%Wørkany %work % work
zero hourç zero annuûlised
controct, trours hours

annualised controcts
hours or on'
coll working

%
on-calf

working
on governrnent

scheme and
aged under65

Ease
(unweîghted)
- emplayedl

Mole 9.2% 2.2% 4.6% 2.7% 18199

Femole 9.0% 2.9% 4.6% 1.6% 17596

Age

16-24 13.1% 8.0% 3.8% 1.6% 3781

25-34 9.4% 2.1% 5.2% 23% 7125

35-44 7.9% 1.6% 4.3% 2.1% 8614

45-54 8.2% 1.5% 4.6% 2.4% 9627

55-64 8.7% 19% 4.7% 2.2% 6648

Disobility (Equolity Act defr nition)

Yes 9.6% 32% 4.4% 2.1% 3993

No 9.1% 2s% 4.6% 2.2% 63013

Ethnicity

White 9.1% 2.5% 4.6% 2.2% 32133

Mixed/multiple 9.9% 3.9% 4.0% 2.2% 298

Indion 7.2% 1.6% 4.4% 13% 850

Pokistoni 9.4% 3.2% 4.4% 2.2% 450

Bonglodeshi 6.6% 1.9% 2.4% 2.2% 147

Chinese 6.4% 1.3% 5.1% o% 179

Other Asion 9.0% 2.4% 4.6% 2.4% 387

Block/Africon/Coribbeon 13.3% 5.7% 6.3% 1.6% 875

Other ethnic group 8.9% 2.6% 4.O% 2.2% 438
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% Work cny % work % work
zero hours zero onnualised
controct, hours hours

onnuolised controcts
hours or on.
ecll working

an government
scheme ënd

eged under 65

Base%
on-cqll

working

Region

North Eost 9.3% 2.7 % 4.6% 2.4% 1418

North West 11.8% 29% 6.8% 2.4% 3830

Yorkshire & Humber 8.1% 2.8% 3.0% 25% 31 23

Eost Midlonds 7.9% 2.2% 3.8% 2.2% 2690

West Midlonds 11.9% 2.7 % 7.7 % 19% 3039

Eost of Englond 8.4% 2.2% h.3% 2.2% 3597

London 8.O% 2.2% 4.0% 1.9% 3874

South Eost 7.8% 2.4% 3.3% 2.3% 51 25

South West 8.7 % 3.6% 3.O% 2.4% 3,1 18

Woles 9.3% 3.2% 4.3% 1.9% 1 631

Scotlond 9.7 % 23% 53% 2.3% 2923

Northern Irelond 9.2% 05% 7.3% 1:5% 1 427

Sector

Agriculture, Forestry ond Fishing 6.0% 1.1% 2.4% 2.5% 383

Energy ond Woter 10.6% 0.5% 6.0% 4.6% 634

Monufocturing 8.3% 1.4% 5.2% 1.8% 3484

Constructlon 6.5% 1.4% 2.5% 2.7% 2453

Distribution, Hotels ond
Restouronts

9.3% 4.6% 4.0% 09% 641 2

Tronsport ond Commu nicotion 8.A% 1.8% 4.6% 2.2% 321 5

Bonkinq ond Finonce 7.1% 1.5% 4.2% 1.5% 5927

Public odministrotion,
educotion ond heolth

109% 2.6% 5.6% 31% 11245

Other services 10.4% 4.3% 3.7% 2.6% 1962

Prívote or publíc sector?

Privote 8.7% 2.8% 4.1% 1s% 271 97

Public 10.6% 1.5% 6.2% 3.2% 8488
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Table,&.2; Dernographic, reçionalsnd secto!"crlvnricllions in % warking overt¡me (t.t:s, Q4 2û15)

Gender

% ever work overtirne
(pnid or unpq¡d)

Bsse (unweighted)-.
working and *ged under 65

Mole 37.2% 21 506

Femole 33.O% 20745

Age

16 24 25.6% 4683

25 34 37.0% 8779

35 44 379% 10228

45-54 38.O% 11123

55-64 32.2% 7438

Disobility (Equolity Act defi nition)

Yes 33.8% 4649

No 35.4% 3741 1

Ethnicity

White 36.4% 37796

Mixed/multiple 31.9% 357

Indion 28.1% 1021

Pokistoni 20.5% 564

Bonglodeshi 16.8% 193

Chinese 21.0% 201

Other Asion 25.7 % 476

Block/Africon/Cori bbeon 27.7 % 1072

Other ethnic group 26.4% 527

Region

North Eost 33.3% 1696

North West 34.O% 4650

Yorkshire & Humber 35.8% 3740

Eost Midlonds 38.3% 3206

West Midlonds 30.9% 3612

Eost of Englond 36.3% 4195

London 35.O% 4681

South Eost 37.9% 5991

South West 37.2% 3620

Woles 32.4% 1919

Scotlond 35.4% 3234

Northern Irelond 26.8% 1 505
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% ever work overtime
(poid or unpa¡d)

Base (unweighted) -
working and øged under 65

riculture, Forestry ond Fishing

Energy ond Woter

22.6%

44.7%

422

749

Monufocturing 43.1% 4109

Construction 29.5v 2964

Distribution, Hotels ond Restouronts 295% 7707

Tronsport ond Communicotion 38.4 % 3760

Bonkinq ond Finonce 35.0% 7001

Public odministrotion, educotion ond heolth 39.0% 13079

Other services 23.2% 2324

Privote 33.5% 32343

Public 41.0% 9779
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T'üble 4.3: Demogrophic, regicnnl snd sectorsivariations in perid ünd unpoid overtime {l-F5, Q4 2015)

Gender

% of those who % of those who % of those who
do overtime work overtime work overtime

who work for whom ct for whom at
10+ hours of leost some is leost some is
overtime per paid76 unpsidTT

week

Base
(unweighted) -
working,under
65 and ever da
satne overtime

Mole 35.7 % 46.5% 51.0% 7978

Femole 28.0% 37.2% 61.0% 6828

Age

16-24 27.4% 64j% 29.7% 1168

25 34 34.2% 45.4% 53.1% 3190

35 44 33.4% 38.2% 62.2% 3832

45-54 32.5% 37.7 % 60.0% 4232

55-64 30.3% 38.9% 56.3% 2384

Disobility (Equolity Act defi nition)
Yes 30.3% tr2.9% 54.3% 1 561

No 32.6% 42.4% 55.5% 13177

Ethnicity
White 31s% 41.9% 55.8% 1 3646

Mixed/multiple 39.7 % 47.5% 51.0% 111

Indion 37.1% 44.t4% 59.2% 283

Pokistoni 30.2% 54.9% 40.6% 116

Bonglodeshi 31

Chinese 44

Other Asion 38.4% 59.9% 42.9% 119

Block/Africon/Coribbeon 37.5% 52.1% 44.8% 295

Other ethnic qroup 43.2% 44.1% 61.0% 142

Region

North Eost 29.2% 49.3% 44.8% 567

North West 31.5% 46.2% 5s.0% 1 580

Yorkshire & Humber 29.6% 45.3% 49.7% 1 354

Eost Midlonds 31.2% 45.1% 50.9% 1217

West Midlonds 36.2% 479% 52.6% 1119

Eost of Englond 3A.6% 44.5% 54.3% 1518

London 37.7 % 31.8% 68.8% 1 599

South Eost 31.9% 38.6% 60.8% 2278

South West 29.6% 42.5% 55.6% 1 338

Woles 28.1% 48.1% 46.4% 626

Scotlond 313% 44.1% 49.8% 1213

Northern Irelond 24.2% 39.6% 41.5% 397
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% of those who % of those who
do overtime work overtime

who work for whonr ot
10+ hours of lecst some is
overtirne per pa¡d76

week

% of those who
work overtime

for whom ot
lesst some is

unpoidTT

Eose
(unweighted) -
working, under
65 and ever do
some overtime

Sector

Aqriculture, Forestry ond Fishinq 93

Enerqy ond Woter 31.2% 53.8% 40.5% 328

Monufocturinq 32.9% 53.5% 40.6% 1755

Construction 34.9% 52.6% 41.7 % 866

Distribution, Hotels ond
Restouronts

29.2% 57.O% 35.9% 2261

Tronsport ond
Communicotion

33.8% 48'ß% 48.6% 1 448

Bonkinq ond Finonce 33.6% 27.5% 71.8% 2386

Public odministrotion,
educotion ond heolth

32.8% 35.1% 67.3% 5097

Other services 25.5% 38.6% 54.7% 548

PrÍvote or oublic sector?

Privote 32.2% 45.4% 50.6% 1 0744

Public 32.9% 33.6% 69.A% 4016

76 Derived from question thot osks those who work some overt¡me how mony hours of poid overt¡me they usuolly work in o week. Those who soid
zero hours clossed os not usuolly working ony poid overtime.

77 Derived from question thot osks those who work some overtime how mony hours of unpoid overtime they usuolly work in o week. Those who soid
zero hours clossed os not usuolly working ony unpoid overtime. Note thot the relot¡onship between these two questions is not perfect - people
moy ioy they sometimes do ovÀrtime, but then itote thot they do not work either ony poid or unpoid overtime in q typ¡col weék. Th¡s is why the
two columns do not neotly sum to 700%.
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Tqble 4.4: Demogrophic, regionol qnd sectorol voriations in qccess to training {LFS, Q4 2015)

Mole 31.8% 197i8

Femole 40.3% 1 8289

16-24 40.6% 4078

25-34 37.3% 7844

35-4tl 35.9% 9282

45-54 34.4% 10145

55-64 30.7% 6678

Yes 37.2% 4052

No 35.5% 33827

White 35.7 % 33970

Mixed/multlple 41.6% 316

Indion 34.1% 945

Pokistoni 20.8% 515

Bonglodeshi 22.4% 176

Chinese 29.0% 178

Other Asion 36.8% 442

Block/Afri con /Cori bbeon 46.5% 964

Other ethnic group 33.7 % 480

North Eost 40.o% 1 513

North West 33.8% 4236

Yorkshire & Humber 34.7% 3334

Eost Midlonds 38.6% 2928

West Midlonds 30.4% 3303

Eost of Englond 3h.3% 3798

London 38.8 % 41 95

South Eost 35.7% 5361

South West 37.5% 321 1

Woles 37.8% 1 707

Scotlond 36.2% 3046

Northern Irelond 26.7% 1 395



Agriculture, Forestry ond Fishing
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16.8% 391

% taken part in/ offered
troining in lost 3 monthsTs

Base (working and
under 65)

Energy ond Woter 33.7% 689

Monufocturinq 27.3% 3789

Construction 23j% 2683

Distribution, Hotels ond Restouronts 24.7% 6991

Tronsport ond Communicotion 28.4% 3441

Bonking ond Finonce 34.0% 6336

Public odministrotion, educotion ond heolth 53.8% 11510

Other services 29.9% 2078

Privote 30.3% 29321

Public 54.9% 8590

78 Thisvorioblewosderivedfromresponsestotwoquestions.Anyonewhoresponded'Yes'toeither:'lnthe3monthssinceldote]hoveyoutokeh
port ¡n ony educotion or ony troining connected with yourjob or ojob thot you might be oble to do in the future (including courses thot you hove
told me obout olreody)?' OR 'lVoy I just check, in the lost three months, beginning [dotel, hos your (previous or current) employer offered you
ony troining or educotion either on, or owoy from, your Job?' wos coded os hoving token port ¡n or been offered job reloted troining. Note thot
since the former question is not Iimìted to employer provlded/funded troining, th¡s moy include people who ore tok¡ng port ¡n troining funded by
themselves or other sources.
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Tc{ble 4"5: Demographic, reqionsl eu-ld s*etürül v*rintir¡ns in proportion Õf ernFJlûyed/self"ernplr:yeel

seek¡ng newlqdditionnljoir (1F5, Q¿' 2*'¡5)

Gender

%seeking newl
cdditionoljob

Base ( u nwetghted) - e mployed
or self-empwed în rnainJab

ontY

Mole 6.5% 22700

Femole 6.5% 21 490

Age

16-24 10.8% 4686

25-34 7.7 % 8789

35 44 7.0% 1 0232

45-54 5.6% 11130

55-64 3.2% 7439

65+ o.5% 1914

Disobility (Equqlity Act defi nition)
Yes 8.7 % 501 0

No 6.2% 38948

Ethnicity

White 6.2% 39660

Mixed/multiple 9.4% 364

Indion 6.4% 1048

Pokistoni 7.3% 572

Bonglodeshi 11.9% 193

Chinese 6.8% 203

Other Asion 9.1% 483

Block/Africon /Cori bbeon 11.8% 1 084

Other ethnic qroup 9.4% 535

Region

North Eost 7.0% 1 750

North West 6.5% 481 I
Yorkshire & Humber 6.3% 3895

Eost Midlonds 6.4% 3353

West Midlonds 6.1% 3770

Eost of Enqlond 5.8% 4430

London 8.1% 4853

South Eost 6.5% 6302

South West 6.1% 3859

Woles 7.1% 2032

Scotlond 6.0% 3568

Sector

4.5% 1 560Northern Irelqnd
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% seeking new/
cdditionol job

Ease (unweÍght ed) - e mplayed
or self-emptayed in mainJob

onty

Agriculture, Forestry ond Fishing 2.9% 530

Energy ond Woter 5.9% 765

Monufocturinq 5.5% 4261

Construction 3.6% 31 19

Distribution, Hotels ond Restouronts 8.7 % 8038

J'grpg1,q4!qnfn-qntçg!9l' - -..*. 99v"-- "-..** 3?q!-
Bonking ond Finonce 69% 7368

Public odministrotion, educotion ond heolth 6.4% 1 3562

Other services 5.6% 2493

Private or public sector?

Privote 6.8% 33994

Public 5.3% 10060

Table 4.6 * Reasons for looking for onother job (1F5, Q4 2t15)

Other ospects of present job unsotisfoctory 28%

Poy unsotisfoctory in present job 27%

Other reosons 20%

Respondent wonts to chonge occupotion 20%

Presentjob come to on end

Present job fills in time before finding onother job
14%

11%

Wonts to work longer hours thon in present job 11%

Respondent wonts to chonge sector 11%

to work unsotisfocto tn resent ob

Wonts to work shorter hours thon in present job
7%

5%

slze

Base = all those currently in employment and looking for a new job

2lsz
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Table,A.8:flemoqrnphic, regionolûnd sectornlvariatíons in underemployment {1F5, Q4 2Õ'15)

Gender

% under-employed (looking for Bose (,trlweîghtedì-
odditionclJcblnew job to work all those emplo¡¡ed

more hours/soy would like to or self-employed in
work more hours in current job/ main job

port time but prefer full tirte)

Mole 11.1% 22711

Femole 14.5% 21 496

16 24 22.5% 4681

25-34 13.4% 8797

35-44 12.2% 1 0241

45-54 10.9% 11135

55 64 9.2% 7437

65+ 4.9% 1916

Disobility (Eguolity Ac[ defi nition)

Yes 15.0% 5006

No 12.4% 38958

Ethnicity

White 12.1% 39660

Mixed/multiple 15.3% 364

Indion 11.7 % 1054

Pokistoni 16.2% 575

Bonglodeshi 25.1% 194

Chinese 1S.S% 205

Other Asion 18.8% 485

Block/Africon/Cori bbeon 20.9% 1087

Other ethnic group 23.6% 536

Region

North Eost 13.7 % 1 747

North West 12.8% 481 7

Yorkshire & Humber 13.3% 3895

Eost Midlonds 12.7 % 3359

West Midlonds 12.1% 3770

Eost of Englond 11.8% 4431

London 14.2% 4868

South Eost 12.0% 6306

South West 12.1% 3855

Woles 15.3% 2031

Scotlond 12.5% 3568

Northern Irelond 9.5% 1 560
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5.8% 529

e

Aqriculture, Forestry ond Flshing

% under-employed (looking for
odditioncljob/new job to work

more hours/soy would like to
work more hours in current job/

pdrt time but prefer full time)

Base (unweighted) -
all those employed
ar self-employed in

main job

E qnd Woter

Monufotturing

6.7%

8.3%

765

4262

Construction 9.1% 31 19

Distribution, Hotels ond Restouronts 20j% 8037

Tronsport qnd Communicotion 9.5,% 3910

Bonking ond Finqnce 10.5% 7370

Public odministrotion, educotion ond heqlth 12.4% 1 3564

Other services 17.3% 2495

Prlvote 13.2% 33997

Public 10.9% 10067
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Terble,&.8: Regianal ãnrJ se{tor{:l va¡'intions irr % r"lçreelstronqly.içtree wilh voriü.rs rn*{rsures Õf

enlployee engügenìent iWËR5, 2Û'i 1 )

Region

I shsre l feel loyol I arn protrd Meon
mony of the to my to tell % ogree
vo¡$es of rly orgcnisotion people who ocross the 3
orgdnasction I work for stctenrents

8cse,
(excludes

don't knawsl,
refusalsl'

North Eost 68.7 % 78.6% 71.O% 72.8% 987

North West 62.8% 72.7 % 66.0% 672% 301 0

Yorkshire & Humber 62.0% 71.4% 67.7 % 67,O% 1 692

Eost Midlonds 63.3% 77.3% 71.6% 70.7 % 1 545

West Midlonds 64.4% 76.3% 68.4% 69.7% 1 770

Eost of Englond 61.3% 7t4.5% 63.0% 66.3% 1 736

London 67.9% 73.9% 69.3% 70.4% 2223

South Eost 67.7% 77.1% 67.6% 70.8% 3050

South West 65.0% 76.4% 68.1% 69.8% 1 892

Scotlond 66.0% 74.5% 68.O% 695% 2364

Woles 66.5% 75.0% 70.o% 70.5% 1 104

Sector

Monufocturing 56.O% 72.0% 61.7 % 63.2% 2020

Electricity, gos, steom ond
oir conditioning supply

70.1% 74.2% 65.4% 69.9% 467

Wqter supply, seweroge.ond
woste monogement

47.0% 71.2% 67.O% 61.7 % 308

Construction 64.8% 79.3% 70.5% 71.5% 716

Wholesole ond retoil 64.O% 77.7 % 68.3% 70.0% 1 647

Tronsportotion ond storoge 47.1% 66.7% 56.6% s6.8% 1 347

Accommodotion ond food
services

64.9% 76.6% 68.O% 69.8% 677

Informotion ond
communicotion

69.0% 75.2% 68.7 % 71.0% 463

Finonciol ond insuronce
octivities

69.2% 73.4% 72.7 % 71.8% 313

Reol estote octivities 762% 79.5% 73.8% 76.5% 638

Professionol, scientifi c ond
technicql

68.8% 76.1% 73.1% 72.7 % 1 028

Administrotive ond support
service octivities

59.5% 72.4% 65.8% 65.9% 582

Public odministrotion ond
defence

58.4% 61.9% 50.9% 57.1% 2468

Educotion 775% 81.6% 78.9% 79.3% 3756

Humon heolth ond sociolwork 70.3% 77s% 71.8% 73.2% 3543

Arts, entertoinment ond
recreotion

60.5% 74.2% 67.8% 67.5% 843

Other service octivities 73.3% 81.7 % 73.4% 76.1% 557
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70.9% 69.6% 69.6% 1 899

(Ð

Higher monogeriolond
professionol

68.4%

I shore I feel loyol
mûny of the to my
vqlues of my orgonisation
orgon¡sat¡on

I om proud Meon Base
to tell % agree (excludes

people who ocross the 3 dan't knowsl
I work for stotements refusals)

Lower monogeriolond
professionol

72.9% 79.1% 73.8% 75.3% 5007

Inteimed iote occu potions 67.4% 75.2% 68.0% 70.2% 6040

Lower supervisory ond
technicol

62.5% 76.8% 67.4% 68.9% 912

Semi-routine occupotions 64.5% 74.2% 64.6% 66.4% 5302

Routine occupotions 56.3% 72.7% 64.5% 64.5% 2137
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Tsble 4.9: Demogreiphi{, rêg¡Õnui ünd sectorül vuriutions in % ngreelclisagree 'l often fìnd it diffici¡ll tc fulfil
my commitnlents outside of work beccuse of the srnount of time I spencl on rny job' (WtRs, ?01 1)

6ender

Neither Disagree Bøse (excludes
don't knowd

refusals)

Agree

Mole 29.9% 26.3% 43.7% 9538

Femole 24.6% 22.7 % 52.7 % 12199

Age

16 29 26.1% 23.0% 50.9% 3988

30-39 31.6% 24.9% 43.5% 4595

40"49 28.8% 25.0% A6.2% 61 43

50-59 25.8% 25.7 % 48.5% 5299

60 64 18.4% 22.6% 59.O% 1 285

65+ 11.6% 20.O% 68.4% 414

DiscbilityTs

No limiting heolth problem or disobility 26.5% 24.4% 49.1% 19615

Lim heolth roblem or disobil

Ethnicity

34.8% 24.8% 403% 2092

White 27.1% 24.4e/" 48.5% 19512

Mixed 28.0% 22.1% 49.9% 237

Asion/Asion British 32.7 % 23.5% 43.8% 877

Block/Block British 27.3% 24.2% 48.5% 385

Other 81

Reqion

North Eost 25.9% 24.0% 50.1% 1008

North West 24.7 % 26.3% 49.00/o 3097

Yorkshire & Humber 25.4% 25.9% 48.7 % 1 727

Eost Midlonds 27.0% 24.5% h8.5% 1 584

West Midlonds 28.6% 25.0% 46.4% 181 5

Eost of Englond 26.7 % 26.8% 46.4% 1 765

London 34.5% 22.3% 43.2% 2269

South Eost 27.6% 23.3% 49.1% 31 09

South West 24.0% 23.9% 52.1% 1 939

Scotlond 25.4% 23.1% 51.4% 2407

Woles 21.8% 27.7 % 50.4%

79 Employees ore osked whether or not their doy-to-doy octiVities ore limited becouse of o heolth problem or disob¡lity wh¡ch hos losted or is

expected to lost ot leost 12 months.
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Agree Nelther Disogree Bose (excludes
don't knawsl

refusals)

Sector

Monufocturi

Electricity, gos, steom ond oir conditioning
supply

24.8% 27.6% 47.6%

24.7% 28.5% 46.8%

2077

469

Woter supply, seweroge ond woste
monogement

15.0% 32.7 % 52.4% 322

Construction 26.0% 29.6% 44.4% 738

Wholesole ond retoil 23.3% 215% 55.2% 1 692

Tronsportotion ond storoge 34.3% 27.2% 38.4% 1 379

Accommodotion ond food services 30.8% 22.3% 46.9% 707

Informotion ond commun icotion 25.2% 21.4% 53.4% 466

Finqnciol ond insurqnce octivities 27.9% 22.8% 49.3% 319

Reol estote octivities 21.3% 24.9% 53.7 % 649

Professionol, scientifi c ond technicol 32.7 % 23.6% 43.7 % 1041

Administrotive ond support service qctivities 24.1% 272% 48.7 % 597

Public odministrotion ond defence 27.A% 24.8% 47.8% 251 2

Educotion 31.4% 24.6% 44.0% 3825

Humon heolth ond sociolwork 25.7 % 23.8% SO5% 3624

Arts, entertoinment ond recreotion 23.7 % 26.1% 50.2% 870

Other service octivities 28.2% 23.4% 48.4% 567

Eornings before tox
Lower (up to É22Olweek) 14.9% 22.0% 63.2% 4403

Middle (8221 - 8520/week) 25.6% 25.0% 49.3% 10190

Hiqher (É521+/week) 38.3% 24.8% 36.9% 6303
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Table 4.10: Dernographic, regiono! ünd sectorcrl variatio¡"ls in % sntisfìecl with'The sen:e of
achievenre¡rt you get frorrr your work' {Wf;R5, 2t11)80

Gender

Neither D¡ssqt¡sfied/
satisfied very

nor dissotisfied

Base
(excludes

don't
knowsl

refasals)

sotisfred

dissatisfied

Very Sotisfied

Mole 19.8% 51.1% 19.4% 9.8% 9490

Femole 23.5% 53.4% 15.5% 7.7 % 12145

Age

16-29 20.4% 47.3% 20.5% 11.7 % 3965

30-39 19.1% 54.3% 175% 9.1% 4579

40 49 21.6% 5t4.0% 16.3% 8.1% 61 23

50-59 23.O% 52.8% 16.8% 7.5% 5267

60-64 27.4% 51.8% 15.O% s.9% 1 273

65+ 34.2% 53.5% 9.4% 2.9% 414

Discbilityso

No limiting heolth problem
or disobility

22.0% 52.7 % 16.9% 8.A% 1951 7

Limiting heolth problem
or disobility

18.6% 48.O% 21.4% 12.0% 2088

Ethnicity

White 21.5% 52.5% 17.4% 8.6% 1 9427

Mixed 18.3% 49.3% 18.6% 13.8% 236

Asion/Asion British 22.3% 57.7 % 12.1% 8.0% 869

Block/Block British 29.3% 46.3% 14.6% 9.8% 380

0ther 81

Region

North Eost 21.1% 53.8% 18.4% 6.7 % 1004

North West 20.2% 50.8% 19.3% 9.7 % 3081

Yorkshire & Humber 21.7 % 49.8% 18.6% 10.0% 1716

Eost Midlonds 21.9% 52.9% 16.5% 8.6% 1575

West Midlonds 22.6% s3.7 % 15.1% 8.6% 1 810

Eost of Englond 20.9% 53.4% 17.8% 7.8% 1 761

London 21.3% 52.4% 16.3% 10.0% 2258

South Eost 22.2% 51.9% 17.2% 8.6% 3104

South West 22.2% 54.9% 15.8% 7.1% 1924

Scotlond 22.1% 51.9% 18.7% 7.4% 2392

Woles 25.2% 50.1% 15.7 % 9.0%

80 Employees ore osked whether or not their doy-to-doy octivit¡es ore limited becouse of o heolth problem or disobility which hos losted or is

expected to lost ot leost 1 2 months.
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Sstisfied Neither Dissstisfiedl Base
(excludes

don't
knøwsl

refu.sols)

Very
sotisfred very

dissatis&ed
dissatisfied

sotisfied
nor

Sector

Monufocturing 14.6% 52.7 % 22.1% 10.6% 2066

Electricity, gos, steom ond oir
conditioninq supply

18.7 % 54.9% 16.9% 9.5% 468

Woter supply, seweroge ond
woste monogement

16.9% 53.3% 23.O% 6.8% 320

Construction 25j% 56.2% 13.7% 5.0% 734

Wholesole ond retoil 19.4% 52.9% 19.7 % 8.O% 1 687

llgrye"_'tgtir qrq 'ler *_:39I__" _si:ä_ _" ?? 9% _* -**1L9y: ** 136j -
Accommodotion ond food 24.3% 47.6% 18.3% 9.8% 701
services

56.0% 16.4d/"20.4% 7.2% 467Informotion ond
communicotion

Finonciol ond insuronce
octivities

19.9% 49.3% 18.6% 12.2% 318

Reol estote octivities 25.3% 54.0% 13.1% 7.6% 648

Professionol, scientifi c ond
technicol

20.1% 56.2% 14.8% 8.8% 1042

Administrotive ond support
service octivities

21.4% 52.8% 17.4% 8.5% 598

Public odministrotion ond
defence

15.7 % 49.2% 22.2% 12.9% 2497

Educotion 33.0% 50.8 % 10.3% 6.0% 3808

Humon heolth ond sociol
work

27.8% 52.8% 12.6% 6.7 % 3610

Arts, entertoinment ond
recreotion

25.7 % 49.1% 17.9% 7.2% 864

Other service octivities 31.4% 48.7 % 135% 6.4% s66

Earninqs before tox
Lower (up to €22Olweek) 23.8% 51.1% 17.5% 7.6% 4380

Middle (8221 8520/week) 20.0% 51.0% 19.0% 10.o% 10146

Higher (É52'l+/week) 22.7 % 55.4% 14.4% 7.6% 6285
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Tnble 4.11: Regioncl flnd sectorül vuriations in low scores ocross vûr¡ous rneosures of
'fulfiiling work' (WER5, 2011)

ALL 30.6 20% 34% 7% 17% 29% 32% 20%

Resion

Eost of Englond 30,2 20% 34% 19% 35% 34% 19%

West Midlonds 30.3 25% 34% 6% 16% 32% 36% 20%

North West 30.4 21% 37% 8% 20% 28% 32% 20%

Yorkshire & Humber 30.4 26% 33% 7% 22% 26% 36% 20%

Eost Midlonds 30.6 21% 34% 6% 16% 34% 30% 17%

Woles 30.6 2q% 35% 10% 19% 26% 34% 21%

South Eost 30.7 19% 32% 6% 16% 25% 30% 20%

South West 30.7 21% 33% 6% 17% 30% 32% 20%

London 30.8 9% 36% 7% 17% 26% 27% 21%

North Eost 30.9 22% 36% 8% 12% 37% 26% 17%

Scotlond 30.9 18%

Tronsportotion ond storoge 28.5 7 %

33% 7

33% 6%

14%

29%

31% 33% 19%

26%46% 45%

Monufocturing 29.9 6% 35% 4% 17% 43% 41% 24%

Arts, entertoinment ond
recreotion

29.9 39% 37% 15% 25% 37% 31% 18%

Public odministrotion
ond defence

30.0 9% 44% 4% 37% 11% 24% 27%

Accommodotion ond
food services

30.2 46% 36% 16% 12% 28% 37% 16%

Administrotive ond
support service octivities

30.3 19% 34% 8% 18% 38% 40% 23%

Wholesole ond retoil 30.4 40% 37% 6% 9% 41% 45% 15%

Other service octivities 30.6 16% 23% 13% 19% 31% 36% 20%

Construction 31.0 7% 31% 5% 16% 42% 34% 16%

Woter supply, seweroge
qnd woste monogement

31.1 6% 31% 1% 7% 40% 28% 15%

Educotion 31.',1 28% 30% 14% 17% 16% 25% 17%

Informotion ond
communicotion

31.2 6% 36% 5% 20% 24% 33% 23%

Finonciol ond ¡nsuronce
octivities

31.2 4% 29% 1% 10% 24% 25% 25%

Humon heolth ond sociol
wofk

31.3 28% 38% 7% 17% 23% 14% 18%

Professionol, sc¡entifi c
ond technicol

31.4 A% 5% 14% 23% 29%29% 19%

Electricity, gos, steom ond
oir conditioning supply

32.1 1% 19% 4% 14% 26% 16% 16%

16% 16%Reol estcite octivities 32.1 11% 29% 8% 16% 15%
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27% 13% 9% 21981

(Ð

19% 8% 20% 8% 8% 9%

16% 8% 26% 14%21% 8% 8% 12% 8% 1782

22% 8% 8% 29% 15%18% 9% 7% 9% 1822

14% 9% 22% 8% 9% 10% 25% 14% 10% 3113

16% 10% 25% 16%19% 8% 9% 10% 10% 1737

20% 8% 17% 8% 27% 12%7% 7% 9% 1593

16% 7% 21% 7% 22% 15%5% 5% 9% 1142

23% 9% 22% 27% 13%7% 8% 10% 9% 3125

17% 9% 24% 12%22% 7% 7% 8% 7% 1949

24% 8% 34% 11%20% 7% 9% 9% 10% 2289

19% 8% 26% 13%14% 7% 6% 7% 7% 1015

18% 7% 8% 25% 13%18% 8% 7% 7% 2414

24% 17% 24% 15% 11% 15% 34% 28% 11% 1385

18% 8% 24% 10% 9% 11% 25% 16% 11% 2088

13% 10% 16% 7% 24% 12%6% 7% 7% 874

11% 14% 25% 10% 14% 20% 27% 17% 13% 2519

18% 8% 13% 6% 7% 10% 31% 10% 10% 710

14% 8% 24% 14%18% 10% 10% 11% 8% 604

17% 8% 18% 8% 23% 11%7% 6% 8% 1700

19% 8% 21% 28% 10%6% 3% 7% 6% 572

24% 4% 26% 10%15% 8% 6% 8% 5% 744

17% 11% 15% 17%15% 11% 11% 9% 7% 324

28% 6% 31% 12%19% 5% 5% 5% 6% 3849

16% 7% 25% 7%28% 7% 12% 8% 7% 469

26% 11% 8% 28% 10%24% 6% 7% 12% 320

13% 10/ 6% 25% 14%14% 6% 5% 7% 3653

26% 7% 22% 6% 9% 7% 32% 8% 9% 1048

23% 10% 25% 17%20% 6% 9% 9% 9% 469

15% 2% 4% 5%12% 5% 21% 9% 8% 653
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Toble 4.12: Chcnges ín meon 'fulfilling workl scores 2004-2011 (WÊRS)

20112OA¿t

AtL 30.34 30.61

Monufocturinq 29.25 30.01

Electri ond woter

Construction

29.90

30.87

31.86

31.17

Wholesole ond retoil 30.23 30.38

Hotel qnd restouronts 30.45 30.18

Tronsportotion ond
communicotion

29.69 28.86

Finonciol services 30.04 31.22

Other business services 30.72 31.35

Public odministrotion 30.59 30.00

Educotion 30.tr7 31.O7

Heolth 31.46 31.34

Other commun services

North Eost

30.52

29.75

30.30

30.91

North West 30.30 30.44

Yorkshire & Humber 30.20 30.42

Eost Midlonds 30.37 30.58

West Midlonds 30.19 30.29

Eost of Englond 30.06 30.23

London 30.86 30.82

South Eost 30.70 30.72

South West 30.40 30.68

Scotlond 30.01 30.90

Woles 30.64 30.63

Low 29.89 29.87

Middle 29.91 30.10

Hi h

Privote

31.47

30.23

31.96

30.59

Public/third sector 30.58 30.64

Low 29.89 29.87

Middle 29.91 30.10

Hi h

Privote

31.47

30.23

31.96

30.59

Public/third sector 30.58 30.64
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Annex B - Creating a combined
'fulñlling work' score
The meon scores presented in the first column of Toble 4.11 were creoted by combining findings from ocross

the 16 questiôns olso shown in thot toble. The first stoge in creoting this vorioble wos to recode eoch of these
questions so thot respondents were divided into those with 'low', 'medium' ond 'high' scores. The bosis on which
eoch vorioble wos coded is shown in Toble 8.2, below. Scores for WERS 2004 were creoted on o very similor bosis,

olthough in three coses slightly different voriobles were used due to chonges in the questionnoire over time.81

Once recoded, eoch vqrioble wos entered into o foctor onolysis to check for correlotions between voriqbles
ond to clssess which voriobles might cluster together in underlying 'core' foctors. This onolysis showed
thot response to the two meosures of 'ogency ot work' (dissotisfoction with scope for initiotive ond
dissotisfoction with influence over job) were hiqhly correloted ond olso oppeored together in the some
foctor. The three meosures of engogement (shore orgonisotionol volues, loyol to orgonisotion, proud of
who work for) were olso highly correloted ond oppeored in the some foctor (see rototed component motrix,
below). Given this, these voriobles were condensed into two combined voriobles - one meosuring qgency
ond one meosuring engogement - before the combined vorioble for 'fulfilling work' wos creoted. This gove
o totol of 13 voriobles thot fed into the combined meosure. The combined vorioble wos then creoted by
simply odding together scores for eoch vorioble (where 1 = low score, 2 = medium score ond 3 = high score).
The moximum score on the combined vorioble (three on eoch of the component voriobles) wos 39 ond the
minimum (one on eoch of the 13 component voriobles) wos 13.

Table 8.1 - Fqctor analysis: Rotateei component matrix

Actuol poy 038 .054 -.534 .39s .376

@

Sotisfoction with

Noture of controct

257 .379 .085 .261 .223

-.071 .003 .011 -.009 .876
Feel job is secure 277 .495, .117 .098 .350

Avoilobility of 1 or more flex workinq orronqements 1.66 .038 .045 .751 .028

Amount of employer provided troining lost 3 months -.050 .354 -.170 .599, -.088

Sotisfoction with opportunity to develop skills .231 ,805 .040 .1s2 .041

Usuol hours in excess of controcted hours? -.084 .01s .751, -.049 .049

Sotisfoction with scope for usi initiotive

Sotisfoction with influence over ob

.417 .5h4' -.122 .088 .074

.o92 152 .167 107
Shore volues .747 .103 .03s .206 .002

.828 149 .028 .O'rs .002Feel loyolto org

Proud to tell people who work for .&04 .223 .03s .032 .002

Find it diff to fulfil out of work commitments'cos of 13s .111 .v26 .06s .048

View of monogement-employee relotions -* .561 .388 . _ .1 
'19 .105 -.048 

.

Sotisfoction with sense of ochievement from work .498 .513 -.091 -.116 .059

81 Sotisfoction with troining wos used in 2004 in lÌeu of sotisfoction with opportunity to develop skills. It wos olso not possible to colculote usùol
hours in excess of controcted hours in 2004, os the quest¡onnoÌre osked obout overtime ¡nsteod of controcted hours. For 2004 we therefore
looked ot overtime os o % of hours worked ¡nsteod. Finolly, the 2004 questionnoire did not osk the some question obout work-life bolonce, so
ogreement/disogreement with 'l worry o lot obout my work outside working hours' wqs used insteod os o substitute.
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Toble 8.2 - Components of combined meüsure

Quolity of
work

Poy QE1 1 -. toke home poy before <É220lweek
tox

f221-52}lweek É521+/week

Medium score
{2) (any coses
missing on o
specific meosure
clso given o
score of 2)

Low score (1)Theme- Sub-theme Question frorn WERS High score
(3)

Poy QASf - sotisfoction with
omount of poy received

Dissotisfied/very
dissotisfied

Neither sotisfied
nor dissotisfied

Very sotisfied/
sotisfied

Job security QA2 - noture of controct Temporory/fixed Unknown
period

Permonent

Job security QA5c - feeljob is secure in
this workploce

Disogree/
strongly
disoqree

Neither ogree nor
disogree

Agree/
strongly ogree

Terms ond
conditions

QB1 - question on use ofl No flexible
ovoilobility of vorious kinds of working
flexible working orrongement orrongements
(used or ovoiloble counted os ovoiloble
'ovoiloble')

1-3 options for
flexible working
ovoiloble

4+ options
for flexible

working
ovoiloble

Access to
troining

QB3 - How much troining
hod in lost 12 months, poid
for/orgonised by employer?

None Less thon 5 doys 5 doys or
more

Access to
troining/
development

QASe - sotisfoction with
opportunity to develop skills
in job

Dissotisfied/very
dissotisfied

Neither sotisfied
nor dissotisfied

Very sotisfied/
sotisfied

Avoilobility
of work

Over
employment

Derived from QA3 (bosic or
controctuol hours excl udi ng
overtime) ond QA4 (usuol

hours including overtime)

Usuol hours
in excess of
controcted
hours by 20%
or more

Usuol hours
in excess of
controcted hours
by O-19%

Usuol hours
not in excess

of controcted
hours

Work ond
wellbeing

Personol QASb - sotisfoction with
ogency ot work scope for using your own

initiotive

Personol QASc - sotisfoction with Dissotisfied/very Neithèr sotisfied Very sotisfiedi

_-- ogency ot work omount of influence oler job dissotisfied nor dissoti.sfied. -- 
sotisfied_

Engogement QCl b - shore mony of the Disogree/ Neither ogree nor Agree/
ot work volues of the orgonisotion strongly disogree strongly ogree

disogree

Dissotisfied/very
dissotisfied

Neither sotisfied
nor dissotisfied

Very sotisfied/
sqtisfied

Engogement
ot work

QCl c - feel loyol to my
orgonisotion

Neither ogree nor
disogree

Agree/
strongly ogree

Disogree/
strongly
disogree

Engogement
qt work

QCl d - proud to tell people
who I work for

Disogree/
strongly
disoqree

Neither ogree nor
disogree

Agree/
strongly ogree

Work-life
bolonce

QB2o - I often find it difficult
to fulfil my commitments
outside of work becouse of
the omount of time I spend
on my job

Agree/strongly Neither
ogree

Disogree/
strongly
disogree

Monogement
support

QC3 - ¡n generol, how would Very poor/poor
describe relotions between
monogers ond employees

Neither Goodive¡y
good

Work thot hos
meoning

QA8o - sotisfoction with
sense of ochievement get
from work

Dissotisñed/very
dissotisfied

Neither sotisfied
nor dissotisfied

Very sotisfied/
sotisfied
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